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The present study was the study of the "Influence of emotional intelligence 
and psychological well being on work commitment: A study of police 
personnel". This investigation was undertaken believing that emotional 
intelligence and psychological well being are important attributes that lead 
to increase in work commitment among police personnel. Human society all 
over the world has changed beyond recognition. Scientific inventions and 
technological developments have brought about tremendous change in the 
matter of crime, law and order, security, diplomacy and politics. The attitude 
of general public regarding policing has been changing. The expectation of 
the public from the police or police functioning has gone very high. On the 
other hand the police functioning is not up to the mark due to many reasons; 
such as, non-modification of police Act 1861 and moreover the 
academicians did not put their eyes on police research. 
The term Police broadly connotes the purposeful maintenance of police 
order and protection of civilians and property from hazards of public 
accidents and the commission of unlawful acts. Since the independence our 
country has made rapid progress in many spheres but it has been observed 
that, there has been continuous unfortunate decline in the area of law 
enforcement, which in turn has impaired good governance and weakened out 
democratic polity. 
The present endeavor will have the greater significance as police personnel 
being the important functionaries in maintaining law and order of state and 
such group has not been studied, especially in the context of emotional 
intelligence, psychological well being and work commitment. We know that 
the responsibilities of police are; to protect the right of public, to prevent 
crime, to maintain peace and harmony in the society and to enforce law and 
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order etc. The above responsibilities can only be discharged when police 
personnel are emotionally balanced, psychologically healthy and highly 
committed to their work. It is important to mention here that role of police is 
of great significance, as healthy society cannot be developed unless the law 
enforcement agencies are not affective in discharging their functions/duties 
properly. 
The entire work is presented in five chapters. Chapter-I deals with the 
historical background, meanings and concepts pertaining to emotional 
intelligence, psychological well being and work commitment respectively. 
The first independent variable of present research work is Emotional 
Intelligence. The concept did not come in the light directly. Thomdike 
(1920) introduced the concept of social intelligence. He divided intelligence 
into three facets; abstract intelligence (i.e. managing and understanding 
ideas), mechanical intelligence (i.e. managing and understanding concrete 
object), and social intelligence (i.e. managing and understanding people). 
Social intelligence involves adapting to social activities and using social 
knowledge to act accordingly(Mayer and Salovey,1993).A necessary step in 
identifying a new intelligence is to determine whether it is distinct from 
already existing types of intelligence (Mayer et.al,2000). 
The social intelligence construct had many early critics due to the finding 
that it was not easily distinguishable from other types of intelligence ( 
Cronbachl960; Mayer and Salovey,1993; Mayer and Salovey, 
1997;Thomidike and Stain ,1937).One reason for this lack of discriminant 
validity was the definition of social intelligence was too broad (Mayer and 
Salovey, 1993).Furthermore, there were few attempts to measure the social 
intelligence construct and many endeavours proved to be unsuccessful as a 
result of the increased reliance on self-report measures. Many researchers 
felt that the study of social intelligence was not warranted as a result of the 
inability to accurately define and measure this construct (Mayer and 
Salovey, 1997). 
Mayer and Salovey (1997) suggested that the emotional intelligence 
construct would not suffer from the same problems as the social intelligence 
construct. Emotional intelligence focuses more on emotional problem 
solving, rather than on the social, political, or verbal aspects inherent in 
social intelligence construct. Emotional intelligence is the ability to perceive 
emotions, to assess and generate emotions so as to assist thought, to 
understand emotions and emotional knowledge, and to reflectively regulate 
emotions so as to promote emotional intellectual growth (Mayer and 
Salovey, 1997). 
According to Goleman (1998) "emotional intelligence" refers to the 
capacity for recognizing our own feelings and those of others, for motivating 
ourselves, and for managing emotions, well in ourselves and in our 
relationships. 
Ryback cited in Wolmarans (2001) describes "emotional intelligence" 
as the ability to use our awareness and sensitivity to discern the feelings 
underlying interpersonal communication, and to resist the temptation to 
respond impulsively and thoughtlessly, but instead to act from receptivity, 
authenticity and candour. 
The second independent variable of the present research work is 
Psychological Well Being. Throughout human histor>', normative 
understandings of well-being have defined particular human characteristics 
and qualities as desirable and worthy of pursuit or emulation (Brinton, 1987; 
Maclntyre, 1984; Taylor, 1989). Such normative understandings are 
epitomized by traditional philosophies and religious that often stresses the 
cultivation of certain virtues (Coan, 1977; Diener, 1984). Psychological 
well- being is among the most central notions in counseling .It plays a 
crucial role in theories of personality and development in both pure and 
applied forms; it provides a baseline from which we can assess 
psychopathology; it serves as a guide for clinical work by helping the 
counselor determine the direction clients might move to alleviate distress 
and find fulfillment, purpose, and meaning; and it informs goals and 
objectives for counseling -related interventions. Moreover, an understanding 
of psychological well-being may be transcendental requirement for human 
existence, what Geertz (1973) terms a pervasive orientational necessity. In 
other words, human beings always and necessarily live on the basis of some 
understanding of what is better, more desirable , or worthier way of being in 
world (Christopher, 1996;Cristopher and Powers, 1996,1998; Coan, 1977, 
Taylor, 1988, 1989). Yet, as a topic itself, psychological well-being receives 
a little attention. Interest in psychological well-being and positive mental 
health seems to have peaked between the late 1950s and 1970s . Since this 
time , interest seems to have waned, especially in the type of theorizing 
done by Jahoda (1958), Maslow (1968,1971), and Shostrom (1973), with the 
possible exception of the somewhat marginalized field of transpersonal 
psychology. Contemporary research conducted on psychological well-being 
usually involves discerning the variables that enhance or diminish well-
being with a specific population through the use of some preexistent 
measure of well-being. Well-being itself is defined in these studies as the 
outcome on a particular measure or set of measures. Consequently, focus is 
on the variables that affect well-being, whereas the nature of well-being 
itself is secondary to these studies. These observations suggest a curious 
discrepancy: Ahhough notions of psychological well-being lie at the core of 
counseling, very little time is spent theorizing or researching about this. We 
have differentiated, scrutinized, and articulated those aspects of social reality 
and human behavior that we term psychopathology, but we have failed to 
invest the same amount of time and energy differentiating, scrutinizing, and 
articulating aspects of well-being. Such a discrepancy suggests that we are 
not as explicit or clear about our understanding of psychological well-being 
as we are about what we see as problematic about human behavior. Under 
these conditions, we may be simply drawing on our commonsense 
understandings of well-being in a largely unrecognized and uncritical 
manner. This can be problematic in a number of ways. If, as Geertz (1983) 
argued, common sense is itself a cultural system, then our understandings of 
psychological well-being may be much more informed by our own culture 
then we have tended to consider. Moreover, by failing to account for the 
assumptions and influences underlying the field of psychological well-being, 
we may fall prey to what Bernstein (1978) termed disguised ideology. 
The concept of well-being plays a prominent role in a variety of 
disciplines, including philosophy - especially in ethics and in social and 
political philosophy - but also in economics, psychology, psychiatry, public 
health, gerontology, and elsewhere. Although the exact function of the 
concept varies across authors and disciplines, it is typically expected to play 
several extraordinarily important roles. 
Whatever the exact function of the concept of well-being in various 
disciplines, it certainly is often assumed to play a role in determining both 
what I should pursue in my own life, and what 1 should promote in the lives 
of others. Incidentally, the concept of well-being is often applied to groups 
and nations as well as to individuals, and supposed to play a role as a basis 
for the deliberations by governments regarding public policy. 
The only dependent variable of the present research endeavor is Work 
Commitment. It is an important aspect of every organization. If the 
employee of an organization is not committed to his/her work that 
organization fails to achieve its goal, hence the overall employee prospect is 
affected. Work Commitment has been found to be pivotal to processes as 
diverse as organizational commitment, job performance, organizational 
citizenship behaviors, employee withdrawal, absenteeism, work and non-
work perceived stress and life satisfaction. The literature defines 
commitment as an employee's level of attachment to some aspect of work. 
Various authors have been instrumental in identifying types of employee's 
commitment as critical construct in understanding the attitudes and 
behaviours of employees in an organisation. Two major theoretical 
approaches emerge from previous research on commitment: 
Firstly, commitment is viewed as an attitude of attachment to the 
organisation, which leads to particular job-related behaviours. The 
committed employee, for example, is less often absent, and is less likely to 
leave the organisation voluntarily, than are less committed employees (Myer 
«&Lyime, 2001). 
Secondly, one line of research in organizations focuses on the 
implications of certain types of behaviours on subsequent attitudes. A typical 
finding is that employees who freely choose to behave in a certain way, and 
who find their decision difficult to change, become committed to the chosen 
behaviour and develop attitudes consistent with their choice (Hope, 2003). 
One approach emphasizes the influence of commitment attitudes on 
behaviours, whereas the other emphasizes the influence of committing 
behaviours on attitudes. Although the 'commitment attitude behaviour' and 
'committing behaviour attitude' approaches emerge from different 
theoretical orientations, and have generated separate research traditions, 
understanding the commitment process is facilitated by viewing these two 
approaches as, inherently, inter-related (Myer & Lynne, 2001). 
Rather than viewing the causal arrow, between attitudinal and 
behavioural commitment, as pointing in one direction or the other, it is more 
useful to consider the two as reciprocally-related over time. It is equally 
reasonable to assume that (a) commitment attitudes lead to committing 
behaviours that subsequently reinforce and strengthen attitudes; and (b) 
committing behaviours lead to commitment attitudes and subsequent 
committing behaviours. 
In chapter-II, the survey of relevant literature was given along with 
the significance and the objective of the present investigation. Emotional 
intelligence has been demonstrated to correlate with various organizational 
outcomes such as job performance, organizational commitment, and 
organizational citizenship behaviors (Abraham, 2000; Fox & Spector, 2000; 
Sy & Cote, 2004; Van Rooy & Viswesvaran, 2004; Wong & Law, 2002). To 
date, fairly little is known as it pertains to the relationship between Work 
Commitment and Emotional Intelligence in general and even less is known 
in regards to this relationship as it applies to police officers (Aremu, 2005). 
Regarding Psychological Well being, it was revealed from the 
relevant literature that it is topic of great interest among researchers. The fact 
that Psychological Well being is directly related to feelings of happiness, 
contentment, achievement, continued development, self realization, caring 
and trust is agreed upon by almost every researcher. Psychological Well 
being has been studied along with; locus of control (Usha & Sen, 2006); 
work place diversity (Kristen & Joo, 2006); job satisfaction (Wright & 
Russel; Johnston & Oh, 2003, 2006) but not in relation to work commitment 
particularly on police personnel. The review of literature further reveals the 
fact that different dimensions of Psychological Well being have not been 
studied in relation to the different dimensions of Work Commitment in 
India. 
As far as work commitment is concerned, it is one of the most 
researched concepts within industrial- organizational psychology (Judge, 
Parker, Colbert, Heller, & lilies, 2001), and it has been linked to numerous 
important work outcomes (Griffeth, Horn, & Gaertner, 2000; LePine, Erez, 
& Johnson, 2002; Petty, McGee, & Cavender, 1984). Gaining insight into 
the various factors linked to police officers Work Commitment will provide 
us with the information that will help promote increased levels of Work 
Commitment (Adlam, 2002; Skogan & Frydl, 2004). Based on the 
relationship between Work Commitment and job perfomiance (Judge, 
Thoresen, Bono, & Patton, 2001), police management literature holds the 
compelling view that attaining and maintaining adequate levels of Work 
Commitment is necessary for satisfactory police officers job performance 
and retention (Dantzker, 1994; Greene, 1989; Griffin, Dunbar, & McGrill, 
1978; Lambart et al., 2002; Oliver, 2004; Sheley & Nock, 1979). Skogan & 
Frydl (2004) have pointed out that the number of empirical studies that have 
been conducted to examine Work Commitment in the police environment is 
meager. As stated by Griffin et al. (1974), "Work Commitment, which has 
long been recognized in private industry as prerequisite for successful job 
performance, has been merely a slogan in police organizations rather than 
the training component which could have been inculcated in police 
personnel". Research on the sources of Work Commitment among police 
officers has, for the most part, focused on demographic and situational 
factors (Bennett, 1997; Ellickson & Logsdon, 2001). Approximately 35-50% 
of the variance in police officer Work Commitment may be accounted for by 
demographic and situational variables (Ellickson & Logsdon; Mire, 2005; 
Zhao, Thurman, & He, 1999). 
In the light of the survey of literature, it has been found that there is 
non-availability of such type of studies and hence, there was no option left 
except to formulate null hypotheses that have been comprehensively 
described with the general notion that emotional intelligence and 
psychological well being, along with their facets, will have no significant 
influence on work commitment and its three facets (affective, continuance 
and normative). In this way thirteen (13) null hypotheses were formulated in 
all. 
Chapter-Ill describes the methodological and procedural aspects of 
the study. The study was conducted on the sample of police personnel 
(n=300) from Kashmir valley. Out of the total sample, two hundred were 
male (n=200) and hundred were female (n=100). Besides, one hundred 
ninety six were married (n=]96) and one hundred four were unmarried 
(n=104). Keeping in view the nature of the present study, emotional 
intelligence scale developed and standardized by Singh (2004) was used. 
For measuring psychological well being, a scale developed by Ryff (1989) 
was used. In order to assess the work commitment of police personnel, work 
commitment scale developed by Imtiyaz and Ansari (2000) was used. In 
order to make the obtained data intelligible and interpretable, step-wise 
multiple regression treatment was given to the data for obtaining the results. 
Chapter-IV of the present research work presents results and their 
interpretations. In the light of findings, we can say that 
For male police personnel, only two facets of emotional intelligence 
viz, motivation and social skills and total emotional intelligence have 
emerged as the significant predictors of the various facets of work 
commitment and total work commitment. Further it reveals that only 
four facets of psychological well being were found to have significant 
influence on facets of work commitment and work commitment as a 
whole. 
For female police personnel, only two facets of emotional intelligence 
viz, motivation, and social awareness plus five facets of psychological 
well being viz, environmental mastery, personal growth, personal 
relations, purpose of life and self acceptance as well as total 
psychological well being have emerged as the significant predictors of 
the various facets of work commitment and work commitment as a 
whole. 
For married police personnel, only three facets of emotional 
intelligence viz, self awareness, motivation and social skills have 
emerged as the predictor variables for their work commitment. Further 
four facets of psychological well being viz, autonomy, personal 
growth, personal relation and purpose of life plus total psychological 
well being act as the determinants of their work commitment. 
For unmarried police personnel, it can be ascertained that motivafion, 
a facet of emotional intelligence comes out be dominant predictor of 
the work commitment of unmarried police personnel, besides the 
other two facets which enter the equation are self regulation and social 
skills. Further only two facets of psychological well being viz, 
environmental masteiy and self acceptance served as significant 
predictors of their work commitment. 
• For total sample, three facets of emotional intelligence viz, 
motivation, social skill and social awareness (first two being more 
dominant) plus total emotional intelligence come out to be the 
dominant predictors of the work commitment and its facets among 
total police personnel and besides three facets of psychological well 
being viz, autonomy, personal relation and personal growth can be 
labelled to predict the work commitment and its facets among them. 
Therefore motivation, social skills and personal relations can be sighted as 
the most dominant predictors of work commitment and its facets of total 
sample. Hence, they can be sighted as the main tenants for developing work 
commitment in police organisation. Besides autonomy, personal growth, 
total emotional intelligence and social awareness will also facilitate its 
incorporation. 
Chapter-V incoiporates conclusion and various suggestions in the 
light of the observation and experiences held by the researcher during the 
course of this entire research investigation. It has been found out from 
results and reported by police personnel as well as observed during data 
collection that most of them were dissatisfied with their seniors and feelings 
like work load, extended duty hours, no time for family and social activities 
etc. Many of these factors can be minimized by suitable changes within the 
system as this would help promoting positive perception and preventing 
psychological disorders. 
Appropriate steps should be taken to remove barriers for easy flow of 
information and communication with higher authorities. In this regard the 
junior officers must be encouraged to express themselves openly because 
they know much better about ground reality. On the other hand the officers 
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should be sensitized to understand the psychological, social and economic 
problems of their subordinates. 
Police-public relations must be established through common gathering 
and exchange of ideas for combating crime. The young generation should be 
provided ample opportunity in such interaction because, it is easy to 
inculcate positive attitude and favourable perception towards police in them. 
The message must be transmitted that the police are the public and that the 
public are the police. 
Besides above mentioned suggestions, some more suggestions gained 
from police personnel during data collection have been given in rank order 
(based on frequency) in Table-5.1. 
Having gone through the present research endeavour, it was 
experienced that research especially in the areas of he^ a^doural sciences is 
ongoing and continuous process as findings obtained today may entirely 
change tomorrow because of dynamic changes in human nature and their 
environment. Inspite of this reality, every research bears certain pit-falls 
which requires proper care in fiiture but in all circumstances it is observed 
that men are bom to commit errors and consequently behavioural science 
researches are never valid or tenable forever. Therefore, few 
recommendations have been penned down to improve the friture research in 
this area; replicating and expanding this study to include police departments 
nationally and to expand the investigation to other law enforcement 
agencies, adding a qualitative component to this research may lead to more 
accurate and insightful relationships between emotional intelligence, 
psychological well being and work commitment. It may also provide an 
opportunity to track emotional intelligence, psychological well being and 
13 
work commitment during periods of recruitment, advancement, and 
retirement along with determining issues of causality within the study. 
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Chapter I 
Introduction 
Introduction 
Present day life is characterised by mass demonstrations, minority group 
unrest, riots, and rising crime rate. We need police who are not only 
intelligent, courageous, impartial and honest but who also have the 
personality qualities that permit them to function with sympathy, 
understanding and flexibility in contending with group unrest, riots and 
mass demonstrations (Locke & Smith, 1973). 
This quote sounds as if it could have come from just about any 
current newspaper. In reality it was actually written over thirty years ago. 
The more times have changed; more they have stayed the same. Our 
present social climate is still marked by civil unrest, separatism, increased 
violence, stone pelting and the threat of terrorism, especially in wake of 
rising naxal menace and fresh wave of violence in Kashmir. 
As the 2 r ' Century emerges around the hectic world of police 
officers so do a new culmination of emotional hazards and stressors. 
Honorable Prime Minister of India Dr. Manmohan Singh pointed out that 
policing in India has become increasingly complex over the years. He 
further added that social tensions, religious disputes, growing economic 
disparities and regional, linguistic and ethnic differences have long been 
major challenges to effective policing {The Hindu, 27th August, 2010). 
Life altering decisions fi'om front-line police Officer's need to be made 
within split seconds, while emotions and stress are instantly challenged and 
the consequences of hasty decisions can be life threatening. Gaines and 
Jermier (1983) stated that police officers are now into increased and unique 
job stressors due to constant exposure to society's interpersonal violence, 
extreme psychological separation from the policed, extreme community 
pressures, and subservience to a watchful public, administrative demands, 
and physical hazards from work demands. 
Following the violent acts world over police 
organizations have been under increasing demands to hire, retain qualified 
and trained police officers. Attrition of qualified police officers has been 
identified as a major challenge facing police administration (Gettinger, 
1984; Manili 8L Connors, 1988; Harris & Baldwin, 1999;). Attrition of 
police officers has been also linked to work attitudes (Greene, 1989; 
Dantzker, 1994; Oliver, 2004). Policing, a service-oriented profession, is 
charged with a critical role in sustaining law and order in an ever-changing 
and diverse environment. The success of police organizations depends for 
a large part on its officers work attitudes, such as work commitment 
(Lambart, Barton, & Hogan, 2002; Oliver, 2004; Skogan & Frydl, 2004). 
Work commitment is a pivotal construct in organizational behavior 
(Connolly & Viswesvaran, 2000). What persists is the need for police 
officers who are not only smart but are high at emotional intelligence, 
possess optimum psychological well being and have adequate work 
commitment which will allow them to perform their jobs in an efficient 
and effective manner. 
Hence this endeavor will have greater significance as police 
personnel are the important functionaries in maintaining law and order and 
as such have not been studied, especially in the context of emotional 
intelligence, psychological well being and work commitment. Before 
moving ahead it is imperative to define and discuss the key terms involved 
in the study-
Police 
The police are people empowered to enforce the law, protect property, life 
and reduce civil disorder. Their powers include the legitimized use of 
force. The term is most commonly associated with police services of a 
state that are authorized to exercise the police power of that state within a 
defined legal or territorial area of responsibility. 
Alan and associates (1976) pointed out that the major duties of police force 
would include: protection of life and property, preservation of peace, 
prevention of crime, detection and an-est of violators of law, enforcement 
of law and ordinances, and safeguarding of the rights of the citizen of the 
states. Along with these, there are many more auxiliary functions which 
are equally important either in them or indirectly in discharging the 
primary functions as above, such as security of VIPs, security of various 
celebrities, during natural calamities & crisis when the public is in distress. 
In the course of these wide ranging and multifarious tasks they also 
provide the initial input into the criminal justice system. In this modem 
technological era police is vast information generating, processing and 
disseminating institution. Information related to criminal violations, order 
maintenance problems, keeping various records is overwhelming. The 
latest statistics suggests that almost 5.17 million cases are registered in the 
country, 1.5 arrests are made per IPC case, and almost 4 lack people are 
convicted by the courts in a year (NCRB, 2002). It is also a factual 
problem that the ratio between police and the public is widening day-by-
day in our country. Despite the continuous efforts of the NCRB to 
modernize every police station of India the goal seems to be far away. 
The word police is derived from Latin word 'politia' which literally stands 
for the condition of a 'polls' or state. In the past it meant a system of 
governance or administration (police state) but now it indicates an 
organized body of civil officers engaged in the preservation of law and 
order, detection of crime and enforcement of laws. The Oxford Dictionary 
defines the term as a system of official organization whose job is to make 
people obey the law and to prevent and solve crime. According to the 
Encyclopedia International, police are agents charged with enforcing the 
law and maintaining order. The Lexicon Universal Encyclopedia states that 
"police in modem society is a department of government concerned with 
public order, providing protection and investigating breeches of law. Police 
duties include crime detection, apprehension and arrest of criminals 
patrolling, riot control, and traffic regulation" (Singh & Singh, 2009). 
Policing has included an array of activities in different situations, but the 
predominant ones are concerned with the preservation of order. In some 
societies, in the late 18"^  century and early 19"^  century, these developed 
within the context of maintaining the class system and the protection of 
private property. 
Alternative names for police force include constabulary, gendamierie, 
police department, police service, crime prevention, protective services, 
law enforcement agency or Garda Siochana, and members can be police 
officers, troopers, sheriffs, constables, rangers, peace officers or Garda. 
Russian police and police of the Soviet-era Eastern Europe are (or were) 
called militsiya. As police are often in conflict with individuals, slang 
terms are numerous. Many slang ternis for police officers are decades or 
centuries old with lost etymology. 
According to yearbook entitled ""India" (2010), law enforcement in 
India is conducted by numerous law enforcement agencies. At the union 
(federal) level, the agencies are part of the Union Ministry of Home 
Affairs, and support the states in their duties. Since the federal nature of 
the Constitution of India mandates law and order as a subject of the state, 
the bulk of the policing lies with the respective states and territories of 
India. Larger cities also operate metropolitan police, also under the state 
government. AH senior police officers in the state police forces, as well as 
those in the federal agencies, are members of the Indian Police Service 
(IPS). In India Policemen are sometimes found to be on policing duties but 
not in uniform. This is mainly due to undercover nature of their work. 
Each state and union territory of India has a state police force, 
headed by the Commissioner of Police (State) or Director General of 
Police (DGP). It is controlled by the Chief Minister and Home Minister of 
the state/union territory. The state police is responsible for maintaining law 
and order in townships of the state and the rural areas. States like Tamil 
Nadu and Maharashtra have taken steps to get their police force trained by 
advanced police training schools notably the Atlanta City Police of the 
USA and the World Police Academy of Canada. The Tamil Nadu state 
police is at the forefront of advancement with the Tamil Nadu Police 
Academy which now is seeking university status. 
Organization 
• Some state forces are organized into Police Ranges, headed by a 
Deputy Inspector General of Police (DIG) or Additional 
Commissioner of Police, who control several Police Districts. 
• The Police District is the fulcrum of state poUce activity and each 
Police District of the state is headed by a Senior Assistant 
Commissioner of Police or Superintendent of Police (SP). 
• The Police District is divided into Police Sub-Divisions and will be 
under the command of Assistant Commissioner of Police or Deputy 
Superintendent of Police. 
• The Police Sub-Division is made up of one or more Police Circles, 
and is under the command of an Inspector of Police often referred to 
as the Circle Inspector (CI). 
• Under the Police Circles are the police stations, generally under the 
control of a Sub-Inspector (SI). As per the various Indian laws, Sub-
Inspector (and above) are the only officers who can file a charge 
sheet in the court. 
Each state police force also maintains its own armed police force (known 
as variously as the Provincial Armed Constabulary, Special Police and 
Armed Police) which is responsible for emergencies and crowd control 
issues. They are generally activated only on orders from the Additional 
Commissioner of Police, and higher-level authorities. The armed 
constabulary does not usually come into contact with the general public 
unless they are assigned to VIP duty or to maintain order during fairs, 
festivals, athletic events, elections, and natural disasters. They may also be 
sent to quell outbreaks of student or labor unrest, organized crime, and 
communal riots; to maintain key guard posts; and to participate in anti-
terrorist operations. Depending on the type of assignment, the Armed 
Police force may cairy only lathis or lethal weapons. 
Metropolitan police 
In addition to the state police, major Indian cities have their own police 
forces which follow the Police Commissionerate System. The Chief of 
Metropolitan Police is the Police Commissioner. Reporting to the Police 
Commissioner are the Joint Police Commissioner, Deputy Commissioner 
of Police and Assistant Commissioner of Police. 
The majority of metropolitan police forces are subordinate to the state 
government. The exception is the Delhi Police, which as part of the Union 
Territory Cadre are direcdy under the federal Ministry of Home Affairs. 
All other metropolitan forces report to their respective state governments. 
Traffic Police 
Highway Police and Traffic Police in the small towns come under the state 
police, but Traffic Police in the cities come under the metropolitan police. 
The Traffic Police are responsible for maintaining the smooth flow of 
traffic and stopping offenders in the city or town, whilst the Highway 
Police are responsible for securing the highways and for catching speeding 
offenders. 
Emotional Intellieence 
The first independent variable of present research work is emotional 
intelligence. The concept did not come in the light directly. Thomdike 
(1920) introduced the concept of social intelligence. He divided 
intelligence into three facets; abstract intelligence (i.e. managing and 
understanding ideas), mechanical intelligence (i.e. managing and 
understanding concrete object), and social intelligence (i.e. managing and 
understanding people). Social intelligence involves adapting to social 
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activities and using social knowledge to act accordingly(Mayer and 
Salovey,1993).A necessary step in identifying a new intelligence is to 
determine whether it is distinct from already existing types of intelligence 
(Mayer et.al,2000). 
The social intelligence construct had many early critics due to the finding 
that it was not easily distinguishable from other types of intelligence 
(Thomidike and Stain, 1937; Cronbachl960; Mayer and Salovey,1993; 
Mayer and Salovey, 1997). One reason for this lack of discriminant 
validity was the definition of social intelligence was too broad (Mayer and 
Salovey, 1993).FurthenTiore, there were few attempts to measure the social 
intelligence construct and many endeavours proved to be unsuccessful as 
a result of the increased reliance on self-report measures. Many researchers 
felt that the study of social intelligence was not warranted as a result of the 
inability to accurately define and measure this construct (Mayer and 
Salovey, 1997). 
Mayer and Salovey (1997) suggested that the emotional intelligence 
construct would not suffer from the same problems as the social 
intelligence construct. Emotional intelligence focuses more on emotional 
problem solving, rather than on the social, political, or verbal aspects 
inherent in social intelligence construct. 
Having gone through the brief background of the emotional 
intelligence now, let us try to understand the concept emotional 
intelligence. It has been defined by different theorists in different manners 
or ways. In 1990, Peter Salovey and John Mayer coined the term 
"emotional intelligence". 
In 1995, emotional intelligence was popularised by the psychologist, 
Daniel Goleman, with his reader-friendly books on the topic, which have 
become intemafional best sellers. In 1998, Goleman published 'Working 
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with Emotional Intelligence' in response to heightened interest from the 
business community. It was from here that the term "EQ" became a 
popular phrase. 
Goleman's research on emotional intelligence in the workplace showed 
that emotional competence results in high organisational performance. 
Goleman's framework for emotional competence is divided into two 
categories. Firstly, personal competence; which determines how we 
manage ourselves. This includes self-awareness, self-regulation and 
motivation. The second category, social competence; looks at how we 
manage our relationships and include empathy and social skills with a 
purpose. 
Meanwhile, another well known psychologist, Martin Seligman was 
intrigued to find out what was the core characteristic that enabled people to 
bounce back from adversity or keep going under pressure. His work has 
resulted in over 20 years of studies that have proven that our level of 
"optimism" is the key differentiator between people who consistently 
outperform others of similar competence. When the going gets tough, the 
tough get going - and research has proven they tend to be optimists. 
The person most commonly associated with the term emotional 
intelligence is actually a New York writer and consultant named Daniel 
Goleman. In the early 1990's Goleman had been writing articles for the 
magazine Popular Psychology and then later for the New York Times 
newspaper. In 1992 he was doing research for a book about emotions and 
emotional literacy when he discovered the 1990 article by Salovey and 
Mayer. According to the article by Annie Paul, Goleman asked them 
permission to use the term "emotional intelligence" in his book and that 
permission was granted providing he told people where he heard the term. 
Before then it seems his book was planning to focus on "emotional 
literacy". 
In 1995 Coleman's book came out under the title "Emotional Intelligence." 
The book made it to the cover of Time Magazine in the USA. In the book 
he collected, and often dramatized, a lot of information on the brain, 
emotions, and behavior. 
In 1998 Goleman published a book called "Working with Emotional 
Intelligence". In that book he widened the definition of emotional 
intelligence even farther, saying that it consists of 25 "skills, abilities and 
competencies". Since then there have been many definitions about 
emotional intelligence: 
Emotional intelligence is the ability to perceive emotions, to assess and 
generate emotions so as to assist thought, to understand emotions and 
emotional knowledge, and to reflectively regulate emotions so as to 
promote emotional intellectual growth (Mayer and Salovey, 1997). 
According to Goleman (1998) "emotional intelligence" refers to the 
capacity for recognizing our own feelings and those of others, for 
motivating ourselves, and for managing emofions, well in ourselves and in 
our relationships. 
Ryback cited in Wolmarans (2001) describes "emodonal intelligence" as 
the ability to use our awareness and sensitivity to discern the feelings 
underlying interpersonal communication, and to resist the temptation to 
respond impulsively and thoughtlessly, but instead to act from receptivity, 
authenticity and candour. 
From the above exposition it is clear that emotional intelligence refers to 
attributes such as understanding one's feeling, empathy for others, and the 
10 
regulation of emotions to enhance one's life. That is, EQ can lead one to 
healthy relationships and to have the ability to respond to the challenges of 
one's life and career in a positive manner. 
The current definition of emotional intelligence, as proposed by Mayer, 
Salovey and their recent colleague David Caruso, suggests that EI is a true 
form of intelligence which has not been scientifically measured until they 
began their research work. One definition they propose is "the ability to 
process emotional information, particularly as it involves the perception, 
assimilation, understanding, and management of emotion" (Mayer and 
Cobb, 2000). 
To understand emotional intelligence, various models have been proposed. 
Each model allows different classifications of the construct, but these 
classifications are, in some sense, compelling and complementary. As a 
first division we could distinguish several approaches following the 
publication of Golemen's book (1995). These are pseudo-scientific 
proposals with a noticeably commercial intention, and with divulgation 
rather than scientific purposes (Cooper & Sawaf, 1997; Elias, Tobias, & 
Friedlander, 1999; Weisinger, 1997). 
On the other hand as a second division, we distinguish those scientific 
models which propose a theoretical explanation of their components. 
These models are based on the review of previous literature, conduct 
controlled empirical studies to validate them, and use measurement 
instruments developed with this purpose (Bar-On, 1997; Boyatzis, 
Goleman, & Rhee, 2000; Mayer & Salovey, 1997). 
These theoretical approaches have guided current lines of research. In 
general, these approaches try to discover the emotional components that 
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underlie emotionally intelligent people and the mechanisms and processes 
that set off the use of these abilities in our everyday life. Currently, there 
are three theoretical approaches accepted by the scientific community, 
these are; the emotional intelligence ability model by Mayer and Salovey 
(1997; Brackett & Salovey, 2006), Bar-On's Emotional-Social Intelligence 
(ESI) model (1997; Bar-On, 2006), and the emotional competencies model 
focused on the workplace (Goleman, 1998; 2001; Boyatzis, 2006). 
The EI ability-based model, which has been propagated by Mayer & 
Salovey (1997). Reviewing the literature on emotional intelligence, one 
finds that Mayer and Salovey's mental ability model is the theoretical 
approach that has generated the largest number of researches published in 
peer-review journals (Mathews et al., 2002). The interest of the scientific 
community for this model is based on several reasons: 1, the solid and 
justified theoretical base, 2, the novelty of the measurement compared to 
other approaches, and 3, its systematic evaluation and support by empirical 
data obtained from basic and applied fields. Moreover, the critics of the 
concept consider Mayer and Salovey's model as genuine approach to the 
study of intelligence that could add interesdng contributions to the 
emotional and individual differences field (Mathews et al., 2002). 
Although there was a previous theoretical approach (Salovey & Mayer, 
1990), the most accepted proposal is the one that considers EI as a mental 
ability, specifically: "Emotional intelligence involves the ability to 
perceive accurately, appraise, and express emotion; the ability to access 
and/or generate feelings when they facilitate thought; the ability to 
understand emotion and emotional knowledge; and ability to regulate 
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emotions to promote emotional and intellectual growth" (Mayer & 
Salovey, 1997). 
The model comprises four abilities: perception, assimilation, 
understanding, and regulation of emotions, concisely emotional perception 
consists of the ability to perceive emotions on the self and on the others, 
and also on objects, art, stories, music and other stimuli. The assimilation 
of emotions is ability to generate, use, and feel emotions as necessary to 
communicate feelings, or to use them in other cognitive processes. 
Emotional understanding is related to the ability to understand emotional 
information, how emotions combine and shift across time, and the ability 
to appreciate emotional meanings. Finally, emotional regulation refers to 
the ability to stay open to feelings, and to monitor and regulate one's and 
others emotions to promote understanding and personal growth. 
These four branches are hierarchy organized, thus, perceiving emotions is 
at the most basic level, and managing emotions is at the highest and most 
complex level in the hierarchy, therefore, the ability to regulate one's and 
other's emotions is built on the basis of the competencies of the three other 
branches. 
According to these authors, emotional intelligence represents an 
intelligence system focused on the processing of emotional information, 
and, as that, it must be part of other traditional and well established 
intelligences (Mayer, Caruso, & Salovey, 1999). In this sense, the 
methodology for the assessment of emotional intelligence is based on 
performance ur ability measure, in line with the assessment methodology 
used to measure other intelligences (i.e., math intelligence or logic-spatial 
intelligence). 
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Although the authors initially developed self-reported measures for the 
assessment of the concepts (Salovey, Mayer, Goldman, Turvey, & Palfai, 
1995), their biggest efforts have been focused on the design and 
development of ability measures or performance-based measures, 
culminating in the development of the MSCEIT (Mayer-Salovey-Caruso 
Emotional Intelligence Test; Mayer, Salovey & Caruso, 2002; Mayer 
Salovey, Caruso, & Sitarenios, 2001; 2003). This instrument provides an 
indicator of people's emotional performance level in different items that 
evaluate: the ability to perceive emotions in faces, pictures and abstracts 
designs; the ability to assimilate emotions in several thinking and decision 
making processes; the ability to understand simple and complex emotions, 
their combinations and the shift of emotions; and finally, the ability to 
manage and regulate owns and other' emotions. 
The second model of emotional intelligence has been proposed by Bar-on 
(1997; Bar-On, 2000) and known as Bar-On's Emotional-Social 
Intelligence Model. Bar-On's (1997) theoretical approach to EI is wider 
and more comprehensive than Mayer and Salovey's model (1997). From 
Bar-On's point of view 'emotional - social intelligence is a cross-section 
of interrelated emotional and social competencies, skills and facilitators 
that determine how effectively we understand and express ourselves, 
understand others and relate with them, and cope with daily demands' 
(Bar-On, 2006). The accent on 'non-cognitive' factors represents a 
withdrawal from the traditional conceptions of intelligence which 
underlined the relevance of cognitive factors. The aim of this proposal was 
to find out the key factors and components of social and emotional 
funcfioning that lead individuals to a better psychological well-being (Bar-
On, 2000, 2004, 2006). 
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Bar-One's model defines the construct 'emotional-social intelligence', 
which is formed by a cross-section of inter-related emotional and 
personality traits that are well established and interact together in the 
individual. Specifically, emotional and social intelligence comprises five 
high level factors, which are subdivided in 15 sub factors: 1, Intrapersonal 
skills refers to the ability of being aware and understand emotions, 
feelings, and ideas in the self, and it is subdivided into the five sub factors 
self-regard, emotional self awareness, assertiveness, independence, and 
self-actualization; 2, Interpersonal skills refers to the ability of being aware 
and understanding emotions, feelings, and ideas in the others, and it is 
subdivided into the three sub factors; empathy, social responsibility, and 
interpersonal relationship; 3, Adaptability refers to the ability of being 
open to change our feelings depending on the situations, and includes the 
three sub factors reality-testing, flexibility, and problem-solving; 4, Stress 
management refers to the ability to copy stress and control emotions, it is 
composed by the sub factors stress tolerance and impulse control; and 
lastly, 5, General mood refers to the ability of feeling and expression 
positive emotions, and being optimistic, and comprises the sub factors 
optimism and happiness (Bar-On, 2006). 
In order to evaluate the factors proposed in his model, Bar-On developed 
the first commercial instrument available to measure EI (EQ-I; Bar-On, 
1997). Later, Bar-On, designed a large amount of measuring instruments 
(i.e., interviews, questionnaires for external raters, self-report measures for 
different ages, and different versions of these instruments) distributed by 
Multi-Health System (MHS). For research purposes the most employed 
measure is the Emotional Quotient Inventory (EQ-I; Bar-On, 1997), a self-
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reported measure comprising 133 items that evaluates the five components 
described in his theoretical model. As the author points out, the EQ-I is a 
wide inventory that includes many emotional and social competencies, 
giving not just an estimation of the EI level, but also an affective and social 
profile (Bar-On, 2000). This led some authors to consider Bar-On's 
proposals as a mixed model of EI, since it combines social, emotional, 
cognitive, and personality dimensions (Mayer, Salovey, & Caruso, 2000). 
A substantial part of the research developed by this group and by 
independent groups is focused on the psychometric properties of the EQ-I, 
its predictive, construct and incremental validity upon other classical 
constructs (i.e., personality and cognitive intelligence) and its contribution 
to different everyday life criteria (Bar-On, 2000, 2004, 2006). 
The third model of Emotional Intelligence which has been proposed by 
Goleman and is known as Model of Competencies focused on the 
workplace. No doubt, the term emotional intelligence was brought to light 
by Daniel Goleman's book and by his statements regarding the influence 
of these abilities upon many areas of our lives (Goleman, 1995). In his first 
book, Goleman stated that emotional intelligence comprises five essential 
elements: (i) knowing one's emotions; (ii) managing emotions; (iii) 
motivating oneself; (iv) recognizing emotions in others, and (v) handling 
relationships. 
In 1998, Goleman presented his second book, proposing a theory of 
performance in organizations based on a model of emotional intelligence. 
This model was created and adapted to predict the effectiveness and 
personal outcomes in the workplace and in organizational fields (Goleman, 
1998). The model is based on several competencies, which were identified 
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by researches conducted in hundreds of organizations; these competencies 
are considered characteristic of the most brilUant and successful employees 
(Goleman, 2001). Currently, the model presents four essential dimensions, 
which are subdivided into twenty competencies (Boyatzis Emotional self-
awareness. Accurate self-assessment, and Self-orientation, and 
Organizational awareness; Self-management comprising Self-control, 
Trustworthiness, Conscientiousness, Relationship Management which 
comprises Developing others. Influence, Communication, Conflict 
management. Leadership, Change catalyst, Building bonds and Teamwork 
and collaboration. 
According to Goleman, each one of these four dimensions are the basis to 
develop other learned abilities or competencies necessary in the 
organizational field. For example, the Self-awareness domain provides the 
basis for the development of learned competencies such as to perform an 
'accurate self-assessment' of the advantages and disadvantages in decision 
making processes, which is necessary when an executive must play his/her 
leading role in his/her work team. For Goleman (2001), an emotional 
competency is learned capability based on emotional intelligence those 
results in outstanding performance at work. 
This idea of learned competence is essential to understand Goleman's 
proposal. Thus, while emotional intelligence as defined by Mayer and 
Salovey represents our potential to dominate specific emotional abilities, 
from Goleman's proposal, emotional competencies by themselves 
represent the level in which a person dominates specific abilities or skills 
based on his/her emotional intelligence level and make this person more 
effective in his/her work (Goleman, 2001). 
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In order to evaluate social and emotional competencies in the organization, 
this approach uses 360 methodology or measures based on external raters. 
This methodology is easier and quicker than other measurement methods 
such as the individualized interview, and it is also wider because it 
provides a general indicator of twenty emotional competencies regarding 
the work performance using just one instrument. Besides, this instrument 
shows higher security and reliability than other because it allows the 
comparison between the employees' perception of his/her own 
competencies and other employee's perception of his/her own 
competencies and other employee's and boss' perceptions of these 
competencies (Boyatzis, et al., 2000). The instrument used to evaluate 
Goleman's model is the Emotional Competence Inventory 2.0 (ECI 2.0), 
which is based on 360 methodologies and shows evidence of validity and 
reliability (Boyatzis et al., 2000; Sala, 2002). Built on the measure 
developed by Bayatzis, the authors of the ECI consider that the instrument 
has applicability only in the workplace and organizational fields. The ECI 
consists on 110 items, where 3 items is the minimum number to evaluate 
each competence. The ECI comprises two ways of evaluation: a self-
reported measure where people are asked to estimate their performance in 
each one of the competencies, and an evaluation by an external rater, such 
as work mates or superiors. 
Compared to other approaches, to date, the model by Bayatzis and 
Goleman (see Boyatzis et al., 2000; Goleman, 2001) has less empirical 
support (Boyatzis, 2006). 
Comparing Models of Emotional Intelligence 
Despite the existence of three distinct models of emotional intelligence, 
there are theoretical and statistical similarities between the various 
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conceptions. On a global level, all of the models aim to understand and 
measure the elements involved in the recognition and regulation of one's 
own emotions and the emotions of others (Goleman, 2001). All models 
agree that there are certain key components to emotional intelligence, and 
there is even some consensus on what those components are. For example, 
all three models of emotional intelligence implicate the awareness (or 
perception) of emotional and the management of emotions as being key 
elements in being an emotionally intelligent individual. 
A relationship between elements of the models has been established 
thought statistical analyses. As outlined in the descriptions of the measures 
of emotional intelligence, there is evidence that different measures of 
emotional intelligence are related and may be measuring similar 
components. Brackett and Mayer (2002) found significant similarities 
between regulation of emotion subscale of the Mayer-Salovey-Caruso 
Emotional Intelligence Test and the interpersonal EQ scale of the Bar-On 
Emotion Quotient Inventory. Considerable similarities have been found 
between self-report measures of emotional intelligence. Brackett and 
Mayer (2002) found that two self-report measures, the Emotion Quotient 
Inventory and the Self Report Emotional Intelligence Test, were highly 
correlated. However, no relation between the two measures could be found 
when personality and positive well-being were controlled for, suggesting 
that while the two measures share variance, this variance may be 
attributable not to the measurement of emotional intelligence but to the 
measurement of other factors. 
Emotional Intelligence can be beneficial in many areas of life. However, 
the application of its usefulness has been most frequently documented in 
the professional workplace. Chemiss (2000) outlines four main reasons 
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why the workplace would be a logical setting for evaluating and improving 
emotional intelligence competencies: 
1. Emotional intelligence competencies are critical for success in most 
jobs. 
2. Many adults enter the workforce without the competencies necessary to 
succeed or excel at their job. 
3. Employers already have the established means and motivation for 
providing emotional intelligence training. 
4. Most adults spend the majority of their waking hours at work. 
A strong interest in the professional applications of emotional 
intelligence is apparent in the way organizations have embraced E.I. ideas. 
The American Society for Training and Development, for example, has 
published a volume describing guidelines for helping people in 
organizations cultivate emotional intelligence competencies which 
distinguish outstanding performers from average ones (Chemiss and Adler, 
2000). 
As previously noted, considerable research in the emotional intelligence 
field has focused on leadership, a fundamental workplace quality. Even 
before research in the area of E.I. had begun, the Ohio State Leadership 
Studies reported that leaders who were able to establish mutual trust, 
respect, and certain warmth and rapport with members of their group were 
more effective (Fleishman and HaiTis, 1962). This result is not surprising 
given that many researchers have argued that effective leadership 
fundamentally depends upon the leader's ability to solve the complex 
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social problems which can arise in organizations (Mumford, Zaccaro, 
Harding, Jacobs, & Fleishman, 2000). 
The cost-effectiveness of emotional intelligence in the workplace has been 
an area of interest. Several studies have reported the economic value of 
hiring staff based on emotional intelligence. In a report to Congress, the 
Government Accounting Office (1998) outlined the amount saved when 
the United States Air Force used Bar On's Emotional Quotient Inventory 
(EQ-I) to select program recruiters. By selecting those individuals who 
scored highest in emotional intelligence as recruiters, they increased their 
ability to select successful recruiters by threefold and saved $3 million 
annually. A similar study by Boyatzis (1999) found that when partners in a 
multinational consulting firm were assessed on E.I. competencies, partners 
who scored above the median on nine or more competencies delivered $1.2 
million more profit than did other partners. 
Chemiss and Goleman (1998) estimated that by not following training 
guidelines established to increase emotional intelligence in the workplace, 
industry in the United States is losing between $5.6 and $16.8 billion a 
year. They found that the impact of training employees in emotional and 
social competencies with programs which followed their guidelines was 
higher than for other programs, and by not implementing these programs 
companies were receiving less of an impact and consequently losing 
money. 
Trait emotional intelligence skills, such as above-average communication 
skills, reactions appropriate to the presenting situation and the ability to 
resolve conflicts satisfactorily have been listed as desirable characteristics 
in police officers (Gettinger, 1981; Lumb & Breazeale, 2002; Tannehill & 
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Janeksela, 1984). Nevertheless, there is a dearth of literature pertaining to 
emotional intelligence as it relates to police officers (Aremu, 2005). In one 
of the few studies conducted, Zacker and Bard (1973) developed a conflict 
management program for New York police officers working in housing 
projects to help them become more effective at handling interpersonal 
conflict. During the 1960's, social scientists began to recognize the extent 
to which police officers are involved in interpersonal conflicts. In addition, 
changes in many inner-city communities put heavy strains on police-
community relations, and many people believed that lack of skill in 
managing interpersonal conflict on the part of the police either caused or 
exacerbated such strain. All of these trends led to growing interest in 
teaching police officers how to resolve inteipersonal conflict more 
effectively. Zacker and Bard's (1973) program included training in 
communication, empathy, self-awareness and influence, all aspects of 
social and emotional intelligence. Results demonstrated officers who 
received training performed at significantly higher levels than officers who 
did not receive the training. Zacker and Bard's study led the way for police 
training, and to date, large urban police departments commonly incorporate 
such training into their programs (Brondolo, 1996; Chemiss, 2000). 
Psychological Well Being 
The second independent variable of the present research work is 
psychological well being. Throughout human history, normative 
understandings of well-being have defined particular human characteristics 
and qualities as desirable and worthy of pursuit or emulation (Maclntyre, 
1984; Brinton, 1987; Taylor, 1989). Such nomiative understandings are 
epitomized by tradifional philosophies and religious that often stresses the 
cultivation of certain virtues (Coan, 1977; Diener, 1984). Psychological 
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well- being is among the most central notions in counseling .It plays a 
crucial role in theories of personality and development in both pure and 
applied forms; it provides a baseline from which we can assess 
psychological problems, psychopathology; it serves as a guide for clinical 
work by helping the counselor determine the direction clients might move 
to alleviate distress and find fulfillment, purpose, and meaning; and it 
informs goals and objectives for counseling -related interventions. 
Moreover, an understanding of psychological well-being may be 
transcendental requirement for human existence, what Geertz (1973) terms 
a pervasive orientational necessity. In other words, human beings always 
and necessarily live on the basis of some understanding of what is better, 
more desirable, or worthier way of being in world (Christopher, 1996; 
Cristopher and Powers, 1996, 1998; Coan, 1977, Taylor, 1988, 1989). Yet, 
as a topic itself, psychological well-being receives a little attention. Interest 
in psychological well-being and positive mental health seems to have 
peaked between the late 1950s and 1970s. Since this time, interest seems to 
have waned, especially in the type of theorizing done by Jahoda (1958), 
Maslow (1968, 1971), and Shostrom (1973), with the possible exception 
of the somewhat marginalized field of transpersonal psychology. 
Contemporary research conducted on psychological well-being usually 
involves discerning the variables that enhance or diminish well-being with 
a specific population through the use of some preexistent measure of well-
being. Well-being itself is defined in these studies as the outcome on a 
particular measure or set of measures. Consequently, focus is on the 
variables that affect well-being, whereas the nature of well-being itself is 
secondary to these studies. These observations suggest a curious 
discrepancy: Although notions of psychological well-being lie at the core 
of counseling, very little time is spent theorizing or researching about this. 
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We have differentiated, scrutinized, and articulated those aspects of social 
reality and human behavior that we term psychopathology, but we have 
failed to invest the same amount of time and energy differentiating, 
scrutinizing, and articulating aspects of well-being. Such a discrepancy 
suggests that we are not as explicit or clear about our understanding of 
psychological well-being as we are about what we see as problematic 
about human behavior. Under these conditions, we may be simply drawing 
on our commonsense understandings of well-being in a largely 
unrecognized and uncritical manner. This can be problematic in a number 
of ways. If, as Geertz (1983) argued, common sense is itself a cultural 
system, then our understandings of psychological well-being may be much 
more informed by our own culture then we have tended to consider. 
Moreover, by failing to account for the assumptions and influences 
underlying the field of psychological well-being, we may fall prey to what 
Bernstein (1978) termed disguised ideology. 
The concept of well-being plays a prominent role in a variety of 
disciplines, including philosophy - especially in ethics and in social and 
political philosophy - but also in psychology, psychiatry, economics, 
public health, gerontology, and elsewhere. Although the exact function of 
the concept varies across authors and disciplines, it is typically expected to 
play several extraordinarily important roles. 
Whatever the exact function of the concept of well-being in various 
disciplines, it certainly is often assumed to play a role in determining both 
what I should pursue in my own life, and what I should promote in the 
lives of others. Incidentally, the concept of well-being is often applied to 
groups and nations as well as to individuals, and supposed to play a role as 
a basis for the deliberations by governments regarding public policy. 
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The philosophical literature refers to this "simple notion" of well-being in 
a variety of ways. In his book entitled ""Welfare, Happiness and Ethics", L. 
W. Sumner (1996) writes that "a person's welfare is more or less the same 
as her well-being or interest or (in one of its many meanings) her good" 
(Sumner, 1996). Similarly, in the words of Moore and others: "At a 
minimum, a life of well-being is a life going well. The numerous near-
equivalents to well-being include a person's good, benefit, advantage, 
interest, prudential value, welfare, happiness, flourishing, eudaimonia, and 
utility" (Moore and Crisp, 1996). Other terms that could have been added 
to this list include "quality of life" and "thriving" (Nussbaum and Sen, 
1993). 
Psychological well being in simple terms could be defined as the state of 
being well, happy or prosperous, welfare. Psychological well being is a 
subjective term means different thing to different people. The term 
psychological is used throughout the health industry as a kind of a catch -
all phrase meaning contentment, satisfaction, with all elements of life, self-
actualization ( a felling of having achieved something with one's life), 
peace, and happiness. 
Since recorded history, philosophers have always considered happiness to 
be the highest good and ultimate motivation for human functioning, but it 
is only recently that excellent reviews of the histoiy and philosophy of 
happiness have begun to appear in psychological literature (Diener et al., 
1999). There have been many attempts to describe psychological health in 
ideal terms which give us a list of qualities that constitute a mature, 
healthy, fully fiinctioning, self-actualizing person. It is important to 
examine the definitions provided by some health psychologists who have, 
in their attempts to define a healthy individual, spelt out a list of specific 
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characteristics, mostly based on research and observation, that could be 
associated with an individual who is psychologically healthy and 
experiences a state of well-being most of the time. 
In her analysis of many definitions Jahoda (1958), says positive mental 
health is based on the following: (I) Attitudes towards the self which 
include the accessibility of the self to consciousness, a correct self-concept 
which is one's sense of identity and the acceptance of one's self. (2) 
Growth, development and self-actualization (3) Integration (4) Autonomy 
(5) Perception of reality and (6) Environmental Mastery which includes 
abilities to work, love and play, adequate interpersonal relationships, the 
ability to meet situational requirements, adaptation and adjustment, and 
efficiency in problem solving. 
David Seedhouse (1995), introspects that the term "well-being" as used in 
present day health promotion literature is an extremely vague notion. 
While psychologists believe well-being is constructed out of three 
components: (I) Life-satisfaction (2) Positive affect and (3) low Negative 
affect, the author concludes that judgements of well-being are irreducibly 
subjective and that the meaning and content of the term are seen to 
fluctuate, depending on who is using it and why it is being used. Myers 
and Diener (1995) in their paper entitled "Who is happy?" define high 
subjective well-being as frequent positive affect, infrequent negative affect 
and a global sense of satisfaction with life. 
Based on the above discussion an operational definition of well-being may 
include the following: Firstly it may be understood as a scientific sounding 
term for what people usually mean by happiness. Secondly, it refers to 
what people think and feel about themselves i.e., the cognitive and 
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affective conclusions they reach when they evaluate their existence. 
Thirdly, it involves the individual's entire condition i.e., psychological, 
social, and spiritual aspects of one's existence, and fourthly well-being is a 
relative state of affairs—relative to the situation as well as to the values of 
the particular culture one belongs to, such as the traditional "Indianness" of 
avoiding extreme and maintaining equilibrium, of having good health and 
practicing self control, self-realization and dissolution of the self 
Ryff (1989) critiqued research on subjective well-being for what she saw 
as its impoverished theoretical basis. She acknowledged that current 
approaches to subjective well-being have been extensively evaluated, and 
that psychometrically solid measures have been constructed. What she 
took issue with is not particular measures and indexes per se, but rather she 
holds the view that subjective well-being research was a result of historical 
accident and was .not designed to define the basic structure of 
psychological well-being. Acting on the basis of her critique, Ryff (1989) 
developed an alternative approach to well-being that she refers to as 
psychological well-being. Synthesizing ideas from the personality theories 
of Malsow, Jung, Rogers, Allport, Erikson, Buhler, Neurgartens, and 
Jahoda, she constructed a measure of well-being around six subscales: 
Autonomy, Environmental Mastery, Positive Relations With Others, 
Purpose in Life, Personal Growth, and Self-Acceptance. The strength of 
Ryff s measure of psychological well-being is also ironically its Achille's 
heal; to the extent that she integrates Western personality theorists, she 
also includes the cultural values and assumptions underlying their work. A 
hermeneutic analysis that draws on history and anthropology helps to 
situate Ryff s criteria of psychological wellbeing and raises questions 
about their universality. 
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Autonomy 
Ryff equates autonomy with attributes such as self-determination, 
independence, internal locus of control, individuation, and internal 
regulation of behavior. Underlying these attributes is the belief that one's 
thoughts and actions are one's own and should not be determined by 
agencies or causes outside one's control. This belief, although common in 
Western psychology, is also one of the main ideals and defining values of 
individualism (Lukes, 1973). It is related to the Western concepts of liberty 
and freedom, and, as Kant (1965/1781) theorized, it is our capacity for 
autonomy that brings us our dignity as human beings. 
Significantly, the meaning of an attribute like autonomy can also vary 
across cultures. Munro (1985) offered a penetrating analysis of how such 
stereotypically Western values as uniqueness, privacy, autonomy, and 
dignity were present in ancient Chinese culture but held a different 
meaning than they do for contemporary Americans (see also, Elvin, 1985; 
Nakamura, 1964).Although values and assumptions may be shared across 
cultures or time, they may be accorded different significance or ranked 
differently within that culture's hierarchy of values and assumptions. Thus, 
although autonomy and respect are values found in both Chinese and 
American cultural history, the Chinese are more likely to place more 
weight on respect, whereas contemporary Americans give priority to 
autonomy. Thus, both the meaning and weighting of autonomy can vaiy 
depending on local contexts. These points apply to Ryff s other subscales 
as well. 
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Environmental Mastery 
Ryff (1989) defined environmental mastery as the ability to .choose or 
create environments suitable to his or her psychic conditions. This criterion 
is also a central part of individualism. Environmental mastery presupposes 
a particular view of the world as, to use Weber's (1946) term, disenchanted 
-without deeper purpose. The mature individual from the Enlightenment 
onward is one who can rationally face this disenchanted world and 
calculate most effective means of accomplishing self-chosen goals. The 
ability to manipulate, control or master the environment both confirms and 
proves this vision of the world as disenchanted (Taylor, 1975). 
Positive Relations with Others 
Ryff (1989) defined positive relations with others as warm, trusting 
interpersonal relations and strong feelings of empathy and affection. At 
first glance this subscale/criterion seems most sympathetic to or 
compatible with collectivism. However, there is a significant difference 
between having relations with others and being psychologically 
constituted. 
Purpose in Life 
Ryff (1989) suggested that having .a clear comprehension of life's 
purpose, a sense of directedness, and intentionality are important parts of 
the .feeling that there is purpose and meaning to life. This concern for 
purpose in life seems tightly linked to individualism with its stress on 
human freedom. On situating purpose in life in a historical context, it 
seems clear that we must ask questions about the nature of the self that is 
to obtain purpose. For example, is purpose attained by radically free 
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modem individuals stepping back from life, from their commitments, and 
choosing whatever suits them. 
Personal Growth 
Ryff (1989) defined personal growth as the continuing ability to .develop 
one's potential, to grow and expand as a person. This notion of self-growth 
has clear roots in both our Enlightenment and Romantic heritages. For 
example, Taylor (1988, 1989) pointed out how during the Enlightenment 
the notion was prevalent that self could be remade. Similar sentiments are 
also found in the Romantic tradition as in the idea that a person should 
cultivate the .inner voice of nature. (Taylor, 1975). 
Self-Acceptance 
Ryff (1989) maintained that holding positive attitudes toward oneself 
emerges as a central characteristic of positive psychological functioning. 
Yet Ryff did not specify what the nature of this self is. What if one lives in 
a culture, such as Java (Geertz, 1973), that does not think of .selves, as a 
primary reality? What would it mean to have self-acceptance in a society 
that does not value selves? Moreover, it is not clear whether the self should 
always be accepted. Are there not times when actions or behaviors are so 
morally reprehensible that we cannot accept the self and instead demand 
that the self be radically transformed? 
Many Psychologists and Social Scientists have linked spirituality with 
Psychological Well Being. From time immemorial it is believed that 
spiritual experiences and practices have a therapeutic value in so far as 
they are capable of establishing an integrated personality. The report of a 
1995 conference held at Harvard University reflects the new collaborative 
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attempts of religion and medicine wherein there is recognition of the power 
of religion and spiritual practices in medical treatment. The conference 
explored the relationship between spirituality and healing in medicine, 
with reference to the major world religions, and it provided a platform to 
discuss the physiological, neurological and psychological effects of healing 
resulting from spirituality (CuUigan, 1996). 
As Indian culture has a long tradition of spiritual practitioners as well as 
authentic records of spiritual experiences it will not be out of place here to 
consider them briefly. In addition, their contribution to well-being is not 
inconsiderable. 
The schools of Hindu philosophy are abundant with rich, insightful, 
psychological treatises on well-being. Buddhism and Jainism represent a 
view of personality and describe methods for its growth into a particular 
form of perception. The various schools of yoga prescribe methods to help 
to reach a high level of consciousness and go beyond the limits of ordinary 
human experience. Well-being is equated with the integration of 
personality at cognitive (rigorous self examination), conative (performance 
of duty) and affective (expression of self beyond the ego) levels. 
The concept of well-being in the West and the East, in that the 
conceptualizations made in the West revolve around the ability to satisfy 
one's needs, avoidance of frustrations and stress, and exercising certain 
amounts of control on the environment such that it enhances the 
satisfaction of personal and social needs. In the Indian tradition control 
over the senses is thought to be essential to well-being. Emphasis is on the 
maintenance of balance between extremes of satisfaction and denial 
(implying that needs need not be totally denied) and adoption of a path of 
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moderation. Further, since frustrations, failure, successes and joys are 
considered inevitable in one's life, the essence of well-being lies in not 
being overwhelmed by either. While in the West the idea is to have control 
or exploit the environment since it is thought that environment provides the 
inputs that lead to need satisfaction, in Hindu spiritual thought the concept 
of "being in tune" with the environment is encouraged to be able to 
experience well-being. 
Several recent studies (Elkins, 1995; Shafranske & Malony, 1990) have 
shown that the majority of practicing psychologists though not involved in 
organized religion, consider spirituality important not only to their 
personal lives but also to their clinical work counsellor education. 
Numerous studies have found positive relationships between religious 
beliefs and practices and psychological well being. Although it appears 
that religious belief and participation may possibly influence one's 
subjective well-being, but many questions need to be answered such as 
when and why religion is related to psychological well-being. A review by 
Worthington et al., (1996) offers some tentative answers as to why religion 
may sometimes have positive effects on individuals. Religion may (a) 
produce a sense of meaning, something worth living and dying for (Spilka, 
Shaves & Kirkpath, 1985); (b) stimulate hope (Scheier & Carver, 1987) 
and optimism (Seligman, 1991); (c) give religious people a sense of 
control by a beneficent God, which compensates for reduced personal 
control (Pargament et al., 1987); (d) prescribe a healthier lifestyle that 
yields positive health and mental health outcomes; (e) set positive social 
norais that elicit approval, nurturance, and acceptance from others; (jf) 
provide a social support network; or (g) give the person a sense of the 
supernatural that is certainly a psychological boost-but may also be a 
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spiritual boost that cannot be measured phenomenoiogically (Bergin & 
Payne, 1993). It is also reported by Myers and Diener (1995) that people 
who experience a sustained level of happiness are more likely to say that 
they have a meaningful religious faith than people who are not happy over 
a long period of time. 
A study by Handway (1978) on religiosity concluded that religion is one 
potential resource in people's lives. More recently Myers and Diener 
(1995) in their survey of related studies observe that links between religion 
and mental health are impressive and that culture and religiosity may 
provide better clues to understanding the nature of well-being. Religious 
belief and practice play an important role in the lives of millions of people 
worldwide. A review by Selway and Ashman (1998) highlighted the 
potential of religion to effect the lives of people with disabilities, their 
families and care givers. 
Courtenary et al., (1992) found a significant relationship between 
religiosity and physical health and that religion and coping were strongly 
related especially among the oldest-old. 
With regard to coping, Pargament (1996) cites five studies that show that 
religious forms of coping are especially helpful to people in uncontrollable, 
unmanageable or otherwise difficult situations. In the same lines Moran 
also believes that survivors of crisis or disaster may benefit by 
experiencing God as a refuge and as a reason to have hope (Moran, 1990). 
Individuals with strong religious faith have been found to report higher 
levels of life satisfaction, greater personal happiness, and fewer negative 
psychological consequences of traumatic life events (Ellison, 1991). Anson 
et al., (1990) examined among 639 Jewish retirees over 60 years the 
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relationship between self-rated religiosity, physical and psychological 
well-being and life satisfaction using data from a longitudinal study. 
Findings revealed religiosity was only weakly and inversely related to 
health and psychological distress, poor well-being at time 1 and a decline 
in well-being during the follow-up year led to an increase in religiosity. 
Ellis and Smith (1991) administered to 100 undergraduate students the 
Reasons for Living Inventory (RFL) and a spiritual well-being scale, and 
found a positive correlation between religious well-being and the total RFL 
score. Ellison's (1993) data from a national sui-vey of Black Americans 
supported the hypothesis that participation in Church communities fosters 
positive self-perception. 
Work Commitment 
The only dependent variable of the present research endeavor is work 
commitment. It is an important aspect of every organization. If the 
employee of an organization is not committed to his/her work that 
organization fails to achieve its goal, hence the overall employee prospect 
is affected. Work commitment has been found to be pivotal to processes as 
diverse as organizational commitment, job performance, organizational 
citizenship behaviors, employee withdrawal, absenteeism, work and non-
work perceived stress and life satisfaction. The literature defines 
commitment as an employee's level of attachment to some aspect of work. 
Various authors have been instrumental in identifying types of employee's 
commitment as critical construct in understanding the attitudes and 
behaviours of employees in an organisation. Two major theoretical 
approaches emerge from previous research on commitment: 
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Firstly, commitment is viewed as an attitude of attachment to the 
organisation, which leads to particular job-related behaviours. The 
committed employee, for example, is less often absent, and is less likely to 
leave the organisation voluntarily, than are less committed employees 
(Myer&Lynne,2001). 
Secondly, one line of research in organizations focuses on the implications 
of certain types of behaviours on subsequent attitudes. A typical finding is 
that employees who freely choose to behave in a certain way, and who find 
their decision difficult to change, become committed to the chosen 
behaviour and develop attitudes consistent with their choice (Hope, 2003). 
One approach emphasizes the influence of commitment attitudes on 
behaviours, whereas the other emphasizes the influence of committing 
behaviours on attitudes. Although the 'commitment attitude behaviour' and 
'committing behaviour attitude' approaches emerge fi-om different 
theoretical orientations, and have generated separate research traditions, 
understanding the commitment process is facilitated by viewing these two 
approaches as, inherently, inter-related (Myer & Lynne, 2001). 
Rather than viewing the causal arrow, between attitudinal and behavioural 
commitment, as pointing in one direction or the other, it is more useful to 
consider the two as reciprocally-related over time. It is equally reasonable 
to assume that (a) commitment attitudes lead to committing behaviours 
that subsequently reinforce and strengthen attitudes; and (b) committing 
behaviours lead to commitment attitudes and subsequent committing 
behaviours. 
The important issue is not whether the commitment process begins with 
either attitude or behaviour. Rather, it is important to recognize the 
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development of commitment may involve the subtle inteq^lay of attitudes 
and behaviours over a period of time. The process through which 
commitment is developed may involve self-reinforcing cycles of attitudes 
and behaviours that evolve on the job, and, over time, strengthen employee 
commitment to the organisation. 
Meyer and Allen (Meyer & Allen, 1991) presented the following three 
approaches and defined their three-dimensional constructs as affective, 
continuance and normative commitment. Affective commitment refers to 
the employee's emotional attachment to, identification with, and 
involvement in, the organisation [based on positive feelings, or emotions, 
toward the organisation]. The antecedents for affective commitment 
include perceived job characteristics [task autonomy, task significance, 
task identity, skill variety and supervisory feedback], organisational 
dependability [extent to which employees feel the organisation can be 
counted on to look after their interests], and perceived participatory 
management [extent to which employees feel they can influence decisions 
on the work environment and other issues of concern to them]. 
Fig 1.1-Typology of Organisational Commitment [Meyer & Allen, 1991] 
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The use of these antecedents is consistent with findings by researchers, 
such as Steers [Steers, 1974], Mottaz (1988) and Rowden, [Rowden, 
2003], that these factors all create rewarding situations, intrinsically 
conducive to the development of affective commitment. In addition, age 
and organisational tenure are considered to be positively associated with 
affective commitment. It is hypothesized that employees with low affective 
commitment will choose to leave an organisation, while employees with a 
high affective commitment will stay for longer periods, as they believe in 
the organization and its mission. 
Continuance commitment refers to commitment based on the costs that the 
employee associates with leaving the organisation [due to the high cost of 
leaving]. Potential antecedents of continuance commitment include age, 
tenure, career satisfaction and intent to leave. Age and tenure can function 
as predictors of continuance commitment, primarily because of their roles 
as surrogate measures of investment in the organisation (Meyer & Allen, 
1991). 
Tenure can be indicative of non-transferable investments [close working 
relationship with coworkers, retirement investments, career investments 
and skills unique to the particular organisation]. Age can also be negatively 
related to the number of available alternative job opportunities. Career 
satisfaction provides a more direct measure of career related investments, 
which could be at risk if the individual leaves the organisation. In general, 
whatever employees perceive as sunk cost, resulting from leaving the 
organisation, are the antecedents of continuance commitment. 
NoiTnative commitment refers to an employee's feeling of obligation to 
remain with the organisation [based on the employee having internalised 
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the values and goals of the organisation]. The potential antecedents for 
normative commitment include co-worker commitment [including 
affective and normative dimensions, as well as commitment behaviours], 
organisational dependability and participatory management. Co-workers' 
commitment is expected to provide normative signals that influence the 
development of normative commitment [Dodd-McCue & Wright, 1996; 
Commerias & Foumeir, 2002). Organisational dependability and perceived 
participatory management are expected to instill a sense of moral 
obligation to reciprocate to the organisation. 
Meyer et al. (2001) identified more than 25 employee commitment 
concepts and measures. They argue that conceptual redundancy exists 
across these, and group them into three foci: commitment to work/job, 
commitment to career / profession and commitment to organisation. 
Fig. 1.2: Typology of Employee Commitment 
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The concept of work commitment will be clear after going through the 
typology given by Meyer & Lynne (2001). There are three types of 
employee commitments and they will be discussed very briefly as: 
(i) Organisational commitment. 
There are two dominant conceptualizations of organisational commitment 
in sociological literature. These are an employee's loyalty towards the 
organisation and an employee's intention to stay with the organisation. 
Loyalty is an affective response to, and identification with, an organisation, 
based on a sense of duty and responsibility. 
According to Herscovitch and Meyer's (2002) 'the degree to which an 
employee identifies with the goals and values of the organisation and is 
willing to exert effort to help it succeed'. Loyalty is argued to be an 
important intervening variable between the structural conditions of work, 
and the values, and expectations, of employees, and their decision to stay, 
or leave. 
Positive and rewarding features of work are expected to increase loyalty, 
which, in turn, will reduce the likelihood of leaving. Loyalty becomes 
stabilized with tenure, which partly explains the negative relationship 
typically found between tenure and turnover (Cacioppe, 2000). 
Intent to stay is portrayed as effectively neutral, and focuses on an 
employee's intention to remain a member of the organisation (Baruch, 
1998; Hagen & Nelson, 2001). It is much closer to economists' ideas on 
how weighing the costs of leaving versus staying, decides the employee to 
leave or stay. Hagen (Hagen & Nelson, 2001) defines this form of 
commitment as the employee's expected likelihood of remaining employed 
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in the same organisation. As with loyalty, intent to stay stabilizes with 
tenure, and helps explain the negative tenure and turnover relationship. 
Theoretically, it is viewed as an intervening response to structural 
conditions of work, as well as conditions of work elsewhere, or to not 
working at all (Holmes & Marsden, 1996). 
(ii) Career commitment: 
Career commitment refers to identification with, and involvement in, one's 
occupation. Much literature refers to similar or related concepts: 
occupational commitment (Mellor et al, 2001) professional commitment 
(Herscovitch & Meyer, 2002), career salience (Adler & Corson, 2003), the 
cosmopolitan/local distinction (Hope, 2003) and professionalism 
(Cacioppe, 2000). Common to all these is the critical notion of being 
committed to one's career, or occupation, rather than to the organisation 
which employs one. In brief, Career commitment is subjective because it 
goes around the individual, not the organisation. 
(iii) Work Commitment: 
Work commitment is a type of employee commitment which has been used 
in broader sense as compared to career commitment. We know that work is 
some act which pays something. Work commitment refers neither to the 
organisation nor to one's career, but to employment itself (Bard, 2002). 
Persons committed to work hold a strong sense of duty towards their work, 
and place intrinsic value on work as a central life interest (Saros & 
Santora, 2001). This form of commitment relates terms like work 
motivation (Kuo & Ronald, 1994), job involvement (Shore & Wayne, 
1993), work as a central life interest (Rowden, 2003) and work 
involvement (Hope, 2003). Although work commitment is expected to be 
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related to organisational commitment and career commitment, literature 
(Mowday, 1998) shows it to be empirically distinct from these two forms 
of commitment. 
Work commitment is an important aspect for any organisation, which has 
its direct influence on productivity efficiency. In the present modem world, 
the major concern of management is to utilize the maximum human 
resource to enhance quality of skill, quality of life and subsequently 
organisational commitment and other work related attitude and behaviour. 
For increasing productivity of the organisation, work commitment is an 
important aspect allied with motivation and that is why a number of 
motivational theories and approaches have been proposed by different 
thinkers. In this modem era, work commitment is being viewed as an 
important aspect for determining employees' productivity, efficiency 
because perception of work commitment has been regarded as an 
important constmct in understanding the work behaviour of employees. 
This concept has also become an important tool to be used as an aid to 
achieve organisational goals and also in maintaining high level of 
discipline in the organisation. It is considered as an important characteristic 
of affective and healthy organisations which always increases the 
productivity of the organisation. 
In recent years, research has emphasized the relationships among 
different constmcts of work commitment (Carmeli and Freund, 2004; 
Morrow, 1993; Randall and Cote, 1991) and how these combined 
constmcts affect work outcomes (Cohen, 2000; Hackett et al., 2001). Three 
main approaches have been suggested regarding these relationships: 
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(1)- An approach that opposes the assumption that organisational 
commitment is a one-dimensional concept (Mueller et al., 1992) and, thus, 
suggests concentrating on work commitment constructs that are 
appropriate to as many professionals as possible - thereby increasing the 
generality of the results, (e.g. Becker, 1992; Becker and Billings, 1993; 
2000; Morrow, 1983, 1993); 
(2)- An approach that emphasizes the interrelationships among work 
commitment constructs, for which Randall and Cote (1991) note that "by 
failing to consider the larger web of relationships encompassing the 
various work commitment constructs, researchers may incorrectly identify 
the strength and the direction of the relationship between these constructs"; 
and 
(3)- An approach that looks at the relationships among commitment 
constructs on the one hand and work behaviours and outcomes on the other 
hand without theoretically establishing their relationships (Cohen, 2000; 
Mueller et al., 1992). 
One way to address the topics created by these approaches is through a 
multivariate analysis of work commitment constructs as they predict work 
outcomes (Randall and Cote, 1991). The discussion below develops these 
three approaches as they relate to the current study, in which the 
relationship between two commitment models and two types of withdrawal 
intentions is examined. 
Universal constructs of work commitment 
One of the problems identified by Morrow (1983) is that the increasing 
interest in work commitment has resulted in a concept redundancy. 
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Morrow (1983) indicated that about 25 commitment-related definitions and 
scales have been created. Furthermore, many of these definitions and 
measures were created without careful reliance on existing scales and 
definitions. Because of this, Morrow (1983, 1993) suggested directing 
research efforts towards establishing the empirical validity of work 
commitment constructs. 
Accordingly, Morrow (1993) argued that a better validated and generalized 
work commitment definition could be accomplished by concentrating on 
five fundamental constructs that she labelled the universal forms of work 
commitment. The term "universal" is meant to "identify forms of work 
commitment relevant to as many employees as possible" (Morrow, 1993). 
The five universal constructs of work commitment were Protestant Work 
Ethic, career commitment, organisational commitment (continuance and 
affective), and job involvement. These forms are somewhat an alteration of 
the five forms (Protestant Work Ethic, career salience, job involvement, 
organisational commitment, and union commitment) suggested by Morrow 
in 1983. 
Protestant Work Ethic (PWE) is the extent to which one believes that hard 
work is important and that leisure time and excess money are detrimental 
(Blood, 1969; Mirels and Garrett, 1971; Morrow, 1993). Protestant Work 
Ethic is considered a "relatively fixed attribute over the life course" 
(Morrow, 1983). 
Career commitment is defined as "one's attitude toward one's profession 
or vocation" (Blau, 1985). Career commitment does not appear to be a 
particularly manipulated (changeable) attitude (Morrow, 1983). 
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Continuance commitment is defined as "the extent to which employees 
feel committed to their organisations by virtue of the costs that they feel 
are associated with leaving" (Meyer and Allen, 1984). In accordance with 
previous studies, organisational commitment is composed of two 
commitments, namely affective and continuance. 
Affective commitment is "positive feelings of identification with, 
attachment to, and involvement in, the work organisation" (Meyer and 
Allen, 1984). Employees with strong affective commitment remain 
because they want to. Employees with strong continuance commitment 
remain because they need to (Allen and Meyer, 1990). 
Job involvement is "a belief descriptive of the present job and tends to be a 
function of how much the job can satisfy one's present needs" (Kanungo, 
1982). It appears to demonstrate a moderate level of stability (Morrow, 
1983). PWE and career commitment are also relatively stable; 
organisational commitment can be subject to manipulation; and job 
involvement is moderately changeable (Morrow, 1983). 
As discussed next, the content can determine how these five constructs 
interrelate. Employees may simultaneously experience varying degrees of 
work commitment toward different aspects of a work setting. Thus, the 
interrelationships among various work commitment constructs should be 
considered when assessing the strength and direction of the relationship 
between these constructs (Randall and Cote, 1991). Yet, "little research has 
tried to explore the relationships among the forms of work commitment" 
(Cohen, 1999). Nonetheless, two cornerstone studies did explore the 
interrelationships among these work commitment constructs, namely those 
of Morrow (1993) and Randall and Cote (1991). A third model was later 
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proposed by Cohen (1999), who examined these earher models empirically 
and then suggested a revised model. The Randall and Cote (1991) model 
was also examined by Carmeli and Freund (2004) and by Hackett et ai. 
(2001). 
Morrow's model 
Morrow (1993) identified five universal forms of work commitment: they 
are Protestant Work Ethic, career commitment, job involvement, affective 
organisational commitment, and continuance organisational commitment. 
Randall and Cote's (1991) model examined somewhat different constructs 
of work commitment: Protestant Work Ethic, work group attachment, 
organisational commitment (affective commitment), career salience, and 
job involvement. Four of these constructs (Protestant Work Ethic, career 
salience, affective organisational commitment, and job involvement) 
correspond to four of the universal constructs of work commitment 
(Protestant Work Ethic, job involvement, career commitment, and affective 
organisational commitment) that were suggested by Morrow (1993). In 
addition, Randall and Cote (1991) used only one aspect of organisational 
commitment, namely affective organisational commitment. As explained 
above, it may be more appropriate to view organisational commitment as 
consisting of two dimensions (i.e. affective commitment and continuance 
commitment). Incorporating the form of continuance commitment to the 
Randall and Cote's model may therefore reveal additional implications. 
(The present study does not examine the other construct that appeared in 
the original model of Randall and Cote, work group attachment, because it 
is not included in the new articulation map of universal work commitment 
constructs suggested by Morrow (1993). Despite the differences between 
the two models, Cohen (1999) claimed that the Randall and Cote model 
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(1991) is generally composed of the five universal forms of work 
commitment proposed by Morrow (1993)). In addition, there have recently 
been reconsiderations regarding the inclusion of continuance commitment 
as one of the universal forms of work commitment. Conceptually, 
continuance commitment is an important form noting that employees 
remain in their work setting (e.g. organization, group, and occupation) 
because they have low alternatives or willing not to make a high sacrifice. 
This form of commitment is even more critical in time of recession in 
which employees often find themselves locked up in a particular work 
setting. This study has conducted during difficuhies in the economy which 
entailed significant cutback efforts. Accordingly, the present study 
examined only those constructs that appear in the new articulation map of 
universal work commitment constructs suggested by Morrow (1993). 
Doing so is also in agreement with Cohen (1999), given that these models 
"present the best alternatives to be tested and compared". Morrow's 
circles-based model of work commitment contains the five distinguishable 
commitment constructs (Hackett et al., 2001) and represents different 
aspects of attachment. These are arranged along a continuum from a 
relatively fixed attribute to one that can be manipulated. In Morrow's 
model, the inner circles represent the relatively fixed attributes and the 
outer circles the more changeable and manipulafive attributes. PWE is in 
the inner circle because it is a relatively fixed attribute throughout the 
employee's lifetime, while job involvement is in the outer of the circle as it 
is subjected to change through actions such as job design. Morrow (1993) 
suggested that the inner circles affect the outer circles, but with a 
decreasing magnitude of effect the further the outer circle is from the 
centre. For example, Protestant Work Ethic should affect both career 
commitment and continuance organisational commitment; however, it is 
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more likely to have a greater effect on career commitment than on 
continuance commitment. According to Morrow's model, Protestant Work 
Ethic is related to both career commitment and to continuance 
commitment; while career commitment is related to both continuance 
commitment and to affective commitment. The latter are, in turn, 
positively related to job involvement, and together mediate the 
relationships between Protestant Work Ethic, career commitment, and job 
involvement. 
There are several possible processes implied by the relationship between 
Protestant Work Ethic and career commitment. First, an employee with a 
high degree of Protestant Work Ethic may consider hard work to be 
intrinsically meaningful (Morrow, 1983). Second, an employee's 
perception of the extent to which work is important in his/her life is 
reflected by the concept of career commitment (Greenhaus, 1971). Third, 
employees prefer careers that fit well with their personality because of 
their preference to be in the company of similar others (Hogg and Terry, 
2000; Tsui et al., 1992), and an employee with high work ethic is likely to 
choose a vocation characterized by strong work values (Fumham, 1990). 
For these reasons, employees with a high degree of work ethic are likely to 
be more committed to their career. According to Morrow, PWE is also 
associated with continuance commitment: employees with high degrees of 
work value will try to remain within a certain work setting as long as they 
do not have other viable alternatives, and are generally more willing to 
make sacrifices for the good of their work. This is especially the case with 
highly specialized employees, who may have a rather limited range of 
alternative opportunities. Specialized employees with a high work ethic 
would develop continuance commitment because they wish to maintain the 
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meaningful level of work in their life given the limited alternative 
opportunities they may face (Cohen, 1999; Witt, 1993). 
Morrow also suggested that career commitment leads to organisational 
commitment. Greenhaus (1971) argued that career salience is a significant 
factor in life in general and that it is because of this overall motivational 
effect that it encourages employees to seek fulfillment through a career that 
suits their competencies. A third position sees an inherent conflict between 
these constructs, arguing for an existence of a zero-sum game (Gunz and 
Gunz, 1994), claiming that career commitment and organisational 
commitment may be negatively correlated. Only a few studies support the 
latter prediction (Meyer and Allen, 1997), while a meta-analysis reports a 
positive relationship between these two work commitments constructs 
(Wallace, 1993). The latter may be the result of a self-selection process. 
Since, career commitment deals with employee job perceptions (Blau, 
1985), it may be that some employees develop a continuance and/or 
affective commitment to their organisation because their job has the 
potential to offer them professional development (McGee and Ford, 1987). 
Clearly, an enriching job that gives employees the potential to develop 
their careers should result in higher degrees of organisational commitment 
than a job in which employees have fewer developmental opportunities. 
Job involvement is in the outermost circle of Morrow's model. According 
to Morrow, job involvement is affected by both affective and continuance 
commitments. Morrow assumes that the involvement of an employee in 
his/her job is mainly affected by situational conditions. 
According to Rabinowitz and Hall (1977), Man-ow's approach is rooted in 
the human relations movement as well as in motivation theory that regards 
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organisational policies (e.g. rewards) as the main antecedents of employee 
behaviour (McGregor, 1960; Vroom, 1964). Employees that develop 
affective commitment are attached to their organisation because of 
identification with its values, goals and practices. A high degree of 
identification is created through the linkage between employees and their 
work settings and is likely to generate a higher degree of job involvement 
(Reichers, 1986). As explained earlier, continuance-based commitment 
means that employees are attached to their organisation because they feel 
they need to be attached. Therefore, employees who develop high degrees 
of continuance commitment may develop higher degrees of involvement in 
their jobs. This would happen either because they do not have attractive 
alternatives and/or because they are not willing to make the sacrifice 
needed based on a cost benefit assessment. 
Randall and Cote's model 
Another model has been proposed by Randall & Cote, which suggests that 
the relationships between Protestant Work Ethic and continuance 
organisational commitment, affective organisational commitment, and 
career commitment are mediated by job involvement. The "pivotal" role 
that Randall and Cote attributed to job involvement implies a substantial 
difference from its role in Morrow's model. The two approaches are 
reconcilable. Morrow holds that job involvement is mainly a function of 
situational conditions whereas Randall and Cote hold that job involvement 
is mainly a product of individual characteristics. The next section explains 
Randall and Cote's approach. 
Researchers have long considered that job involvement is affected by 
Protestant Work Ethic: employees with a high degree of Protestant Work 
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Ethic consider work to be a virtue, an end in its own right. It has also been 
suggested that job involvement is a relatively stable (i.e. one that cannot be 
manipulated) personal characteristic (Hall and Mansfield, 1971). 
Employees with a high degree of job-involvement perceive work as a very 
important aspect of their lives (Dubin, 1956; Rabinowitz and Hall, 1977). 
According to this logic, job involvement should be determined also by the 
value employees assign to work (Kanungo, 1979); employees with a strong 
work ethic should devote a significantly larger amount of time and 
involvement to their job (Lodhal, 1964). 
Randall and Cote (1991) also suggested that job involvement should 
influence the other three forms of work commitment: affective 
organisational commitment, continuance organisational commitment, and 
career commitment. Drawing on the work of Mowday et al. (1982), in 
which they explained that employees first become familiar with and 
involved in a particular job, and only later, once their needs are fulfilled, 
develop feelings of commitment to the organisation, Brown (1996) 
suggested that work behaviour and outcomes are consequences of job 
involvement. Brown (1996) concluded that "organisational commitment is 
more often likely to evolve from a state of job involvement". A similar 
process may also occur with job involvement affecfing career commitment 
as part of the effect of work experience on work-related attitudes (Witt, 
1993). 
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Chapter II 
Literature 
Review 
Review of Related Literature 
In the previous chapter, the basic concepts and related terms of the 
proposed research work were discussed in detail. Now it is important to 
sketch the related studies of the dependent and independent variables. In 
the present study, work commitment has been taken as dependent variable 
where as emotional intelligence and psychological well being as 
independent variables. Therefore, this literature review is undertaken to 
examine the relationship between emotional intelligence, psychological 
well being and work commitment among police personnel. A synthesis of 
the literature reviewed provided the theoretical foundation for the study. 
Selections for this literature review were made according to the attention 
given to major issues and concerns in emotional intelligence, 
psychological well being and work commitment in general, and in 
particular as it relates to police personnel. The concepts were organized by 
three major themes: 
(a) Work Commitment related studies. 
(b) Emotional Intelligence related studies. 
(c) Psychological well being related studies. 
Work Commitment related studies 
Work Commitment is one of the most researched concepts within 
industrial- organizational psychology (Judge, Parker, Colbert, Heller, & 
lilies, 2001), and it has been linked to numerous important work outcomes 
(Griffeth, Hom, & Gaertner, 2000; LePine, Erez, & Johnson, 2002; Petty, 
McGee, & Cavender, 1984). Gaining insight into the various factors linked 
to police officers work commitment will provide us with the information 
that will help promote increased levels of work commitment (Adlam, 
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2002; Skogan & Frydl, 2004). Based on the relationship between work 
commitment and job performance (Judge, Thoresen, Bono, & Patton, 
2001), police management literature holds the compelling view that 
attaining and maintaining adequate levels of work commitment is 
necessary for satisfactory police officers job performance and retention 
(Dantzker, 1994; Greene, 1989; Griffin, Dunbar, & McGrill, 1978; 
Lambart et al., 2002; Oliver, 2004; Sheley & Nock, 1979). Skogan & Frydl 
(2004) have pointed out that the number of empirical studies that have 
been conducted to examine work commitment in the police environment is 
meager. As stated by Griffin et al. (1978), "work commitment, which has 
long been recognized in private industry as prerequisite for successful job 
performance, has been merely a slogan in police organizations rather than 
the training component which could have been inculcated in police 
personnel". Research on the sources of work commitment among police 
officers has, for the most part, focused on demographic and situational 
factors (Bennett, 1997; Ellickson & Logsdon, 2001). Approximately 35-
50% of the variance in police officer work commitment may be accounted 
for by demographic and situational variables (Mire, 2005; Zhao, Thurman, 
& He, 1999). At present, little is known about the relationship between 
work commitment, psychological well being and emotional intelligence 
among police personnel. Evidence in this area indicates that various less 
studied factors account for about 10% in additional variance in work 
commitment among police personnel (Kohan & O'Connor, 2002). 
Van Maanen (1975) conducted the first study on organizafional 
commitment of police personnel. He conducted a longitudinal study of 
police recruits at different stages in their training and probafion. He 
discovered that although their initial organisafional commitment was high 
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compared to that of employees in other occupations their organisational 
commitment decreased with time and experience. 
McCadden (1985) found that organizational commitment and demographic 
variables accounted for the greatest proportion of variance in job 
satisfaction and commitment for a sample of police personnel. 
Beck & Wilson (1997) discovered that police organisations in Australia 
suffered low levels of organisational commitment. Specifically, as tenure 
increased, organisational commitment decreased. Differences in perception 
varied according to the role officers held in the organisation. Supervisors 
tended to identify problems with the stmcture of the organisation while the 
people they supervised tended to site personal issues. 
Haar (1997) found a link between patrol officers' patterns of police 
deviance and lower organisational commitment. Deviance is defined as; 
work avoidance or manipulation, sleeping on job, extending lunch time, 
absenteeism, bending the rules and violating the policies etc. 
Beck & Wilson (2000) found that age was not related to organisational 
commitment, when controlling for tenure, while studying an Australian 
police sample. The same study showed a significant effect for tenure and 
organisational commitment; specifically, as tenure increased, 
organisational commitment decreased, while controlling for age. 
Metcalfe & Dick (2001) used organisational commitment to measure the 
attitudes of police. Organisational commitment was found to vary 
according to ones position in the hierarchy. They also found that 
constables have lower levels of organisational commitment than their 
supervisors in the United Kingdom. 
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Engstrom (2005) investigated the relationship between emotional 
intelligence and how it relates to work outcomes, specifically job 
satisfaction and organizational commitment. Participants of the study were 
131 Chicago Police Department Sargeants. Results revealed high 
correlation between emotional intelligence, job satisfaction and 
organizational commitment. Further, hierarchical multiple regression 
analysis supported the hypotheses that emotional intelligence contributes 
to organizational outcomes over and above job satisfaction. 
There is a paucity of studies in relation to work commitment on police 
personnel and police organization but work commitment studies have been 
conducted on different samples from various companies/organizations. 
There is no direct study related to work commitment on police personnel in 
Indian context. 
Bruning & Snyder (1983) investigated respondent's sex and their 
employment position as predictors of organisational commitment. Findings 
of the study failed to predict organisational commitment as a function of 
employees' hierarchical position and sex difference. 
Gradelick & Farrs (1983) made an effort to examine sex differences in 
organizational commitment and job involvement in professional activities. 
They found significant differences between male and female on the level 
of organisational commitment, their perception on the job treatment and 
the extent of their role conflicts. However, no significant differences were 
observed between male and female on job involvement on professional 
activity scales. 
Johnton et al. (1990) investigated how changes in key antecedents 
(leadership behaviour, role stress and job satisfaction) influenced the 
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development of commitment andlTSw"changes in commitment affected 
turnover intentions and behaviour. Results obtained from 102 sales people 
suggest that role ambiguity and job satisfaction (but not leadership 
behaviour) is significant employment. Moreover, organisational 
commitment influences turnover through its significant impact on 
propensity to leave. Randall et al. (1990) advocated that organisational 
commitment was typically expressed through behaviours that indicated 
concern for quality, a sacrifice orientation, a willingness to share 
knowledge and presence in the workplace. 
Allen and Mayer (1993) examined affective, continuance and normative 
commitment as a function of age, service tenure, and positional tenure. 
Study was conducted on library employees and hospital employees and 
they were more closely related to increase in organisational commitment 
and positional tenure. Further relationship between work experiences and 
affective commitment was witnessed to be differed only slightly across 
tenure levels and not at all across employee's age groups. 
Vanderberg & Scarpello (1994) examined the hypothesis that occupational 
commitment is a casual antecedent to organisational commitment and the 
results supported the proposed hypothesis. 
Angle & Lawsan (1994) investigated the relationship between employee's 
commitment and performance. Results showed that links between 
organisational commitment and performance may depend on the extent to 
which motivation rather than ability underlies performance. Findings also 
support the distinction between affective and continuous commitment 
suggested by Meyer & Allen (1991). 
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Building on Meyer and Allen's (1997) generally accepted model of 
organizational commitment research, Luchak and Gellatly (2007) 
compared relations between affective and continuance commitment and 
the three work outcomes of turnover cognition, absenteeism, and job 
performance. Consistent with the literature, these researchers observed that 
affective commitment has a stronger relation to work outcomes than 
continuance commitment. Thus, it was reasonable to conclude that 
affectively committed employees are less likely to quit, experience chronic 
absenteeism, or be poor performers. 
Somer (1995) examined the relationship between affective, continuance 
and normative commitments and employee's retention and absenteeism. 
The analysis of the data revealed that affective commitment emerged as a 
sole predictor of turnover and absenteeism, whereas, affective commitment 
in conjunctions with normative commitment was found positively related 
to intention to remain. Normative commitment in its individual effect was 
only related to withdrawal intentions. Continuance commitment interacted 
with affective commitment in predicting absences and intention to remain. 
Becker et al. (1995) examined the relative ability of the multi dimensional 
view of commitment and the theory of reasoned action to explain 
employee intentions and to predict their work behaviour. Results revealed 
that variables in the theory of reasoned action were superior to 
commitment variables in explaining employees' intentions to be punctual 
and to engage in altruistic acts. 
Sagia (1998) studied commitment as a function of absenteeism. He tested 
the hypothesis that voluntary as opposed to involuntary absenteeism can be 
predicted by commitment, job satisfaction and their interactive effects. 
Result supported the hypothesis. 
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Young, Worchel & Woehr (1998) in their study of public service 
employees discovered that pay vvas not significantly related to 
organisational commitment as commonly believed. Their results implied 
that public service employees were not motivated by extrinsic rewards. 
They also found that organisational commitment was significantly 
associated with communication, job characteristics and job satisfaction. 
Abdullah and Shaw (1999) investigated the role of personal characteristics 
(nationality, gender, marital status, education, age, salary, tenure) in 
organisational commitment. The results revealed that significant 
relationship exists between personal characteristics and commitment. 
Gender and marital status were the strongest predictors of continuance 
commitment. Marital status, age, and tenure were the strongest predictors 
of affective commitment. Nationality interacts significantly with personal 
characteristics in predicting continuance and affective commitment. 
Alnajjar (2000) analyzed some psycho-social factors which influence the 
commitment of employees. The results showed no relationship between 
age and years of service on the one hand, and job commitment on the 
other; however, salary and educational level appeared to be significantly 
related with all organisational commitment subscales except the discipline 
subscale. Those who were most satisfied in the jobs seem to be more 
committed, and females demonstrated more concern about their jobs than 
did male employees who used discipline as a way of expressing their 
commitment to their organisations. Moreover, married employees were 
more disciplined that were single ones. 
Bishops, Scott & Burroughs (2000) investigated that job performance was 
related to team commitment; intention to quit was related to organisational 
commitment; and citizenship behaviour was related to both team and 
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organisational commitment. Commitment mediated tiie relationships 
between support and the outcome variables. 
Yoon & Thye (2002) proposed and tested a new dual process model of 
organisational commitment that connects organisational practices and 
specific job characteristics to the emotions and cognitions of employees. 
The results provided strong support for the model. The main findings were 
that feelings of job satisfaction and perceptions of organisational support 
operate through independent channels to mediate the impact of work 
experiences on organisational commitment. 
Jemigan, Beggs, and Kohut (2002) examined the influence of employees' 
dimensions of work satisfaction on types of organizational commitment. 
Like Lok and Crawford (2001), these authors did not consider emotional 
intelligence in the research equation. Jernigan et al. (2002) evaluated 
commitment based on Penley and Gould's (1988) work in which 
commitment was categorized in two forais - affective and instrumental. 
Significant results were found for the two affective commitment types 
tested but not for the instrumental type evaluated. The results indicated that 
satisfaction with professional status was a significant predictor of moral 
commitment (connection with organizational goals). Dissatisfaction with 
organizational policies, autonomy, and professional status were significant 
predictors of alienative commitment (negative response due to lack of 
environmental control). None of the dimensions of work satisfaction was 
predictive of calculative commitment (level of individual satisfaction with 
the exchange relationship). The results suggested that leaders' 
understandings about how various factors bear on the nature and foiTn of 
an individual's organizational commitment were worth attention from 
middle and top management. "If managers do not know what causes an 
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attitude to take on a particular form, they cannot accurately predict what 
behavior might follow" (Jemigan et al.). Even though this study did not use 
Meyer and Allen's (1997) commitment scales, the conclusions implied a 
relationship between job satisfaction and organizational commitment. 
Wong & Law (2002) studied the correlation between different 
organizational outcomes. Results reveal that there exists a strong 
correlation between various organizational outcomes such as job 
performance, organizational commitment, and organizational citizenship 
behaviors. 
Gardner and Stough (2003) investigated whether trait emotional 
intelligence can predict external and internal job satisfaction and 
organizational commitment in a sample of 80 employees. The dimensions 
of emotional management and emotional control emerged as the best 
predictors of these workplace variables. In a study of middle and senior 
managers from the UK's largest supermarket chain (N = 224), Slaski 
(2001, as cited in Zeidner et al., 2004) found trait emotional intelligence 
(as measured by the EQ~i) to be moderately related to work commitment (r 
= .41). 
Wasti (2005) suggests that affective commitment is the primary driver of 
positive outcomes, especially when combined with low levels of 
continuance commitment. Heinzman (2005) suggests that tenure and work 
commitment are critical success factors in developing a new workforce, 
Fedor, Caldwell & Herold (2006) investigated how organisational changes 
in 32 different organisations (public and private) affected individual 
commitment to the specific change and their broader commitment to the 
organisation. The results indicated that both types of commitment may be 
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best understood in terms of a three-way interaction between the overall 
favourableness (positive/negative) of the change for the work unit 
members, the extent of the change in the work unit, and the impact of the 
change process was found to interact with the effects of work unit change 
on organisational commitment. 
Cunningham (2006) investigated that (a) the relationship between affective 
commitment to change and turnover intentions was fully mediated by 
coping with change, (b) the relationship between continuance commitment 
to change and turnover intentions was only partially mediated by coping 
with change, and (c) normative commitment to change had a direct impact 
on turnover intentions. Results are discussed in terms of implications for 
managing organizational change. The purpose of this study is to integrate 
and expand this research by examining the relationship among 
commitment to change, coping with change, and turnover intentions. 
Rayton (2006) described how links between employees' commitment to 
their organizations and satisfaction with their jobs have been the subject of 
much empirical research, yet little agreement exists about the causal 
connections between these two important employee attitudes. The author 
cited several examples in which researchers attempted to identify causation 
in both directions -job satisfaction causing commitment (majority view) 
versus commitment causing job satisfaction (minority view). Results from 
this study indicated a strong interrelatedness between satisfaction and 
commitment, but no clear evidence of unilateral causation. Rayton (2006) 
subsequently asserted that the strong possibility exists that some other 
variable(s) caused both satisfaction and commitment. As such, it was 
posited in the current research that the omitted variable is emotional 
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intelligence with the leader-follower relationship playing a moderating 
role. 
Borchers (2007) examined multiple levels of the work environment 
including job satisfaction, organizational commitment, and leadership 
values. Results indicated that work values congruence predicted job 
satisfaction, organizational commitment, and turnover intention outcomes. 
Schmidt (2007) described how in recent years a growing interest in the 
relations between organizational commitment of employees and their 
experiences of job strain could be noted. Interestingly, Hale-Jinks et al. 
(2006) noted several job strains within the early childhood industry, which 
may be related to employees' commitment levels. In addition to these 
consequences, Schmidt (2007) examined two competing hypotheses witli 
postulated moderating effects of commitment on the relationship of work 
stress to measures of strain. According to the first hypothesis, highly 
committed employees experienced the adverse effects of stress more than 
less committed employees, whereas according to the second hypothesis, 
commitment operated as a buffer in the stress-strain relationship. The 
effects of high stress on the burnout dimensions of exhaustion and 
depersonalization were reduced with increasing commitment to the 
organization. Thus, it appeared where the propensity exists for employees 
to become easily strained or stressed, prudent managers should help 
employees develop commitment as a buffer strategy. 
Darolia, Kumari, & Darolia (2010) studied the extent to which perceived 
organizational support, organizational commitment, and work motivation 
predict individual differences in job performance. Among three 
components of organizational commitment, affective and continuance 
commitment was found to be the better predictors of job performance. 
61 
Given the key role work commitment plays with respect to pivotal 
organizational factors, the implications of understanding the components 
and sources of work commitment are immense. This is particularly true for 
people-oriented, service organizations such as the police organization 
(Dantzker, 1997). Despite the importance of this construct in 
organizational settings, empirical studies on work commitment within 
police organizations are sparse (Dantzker, 1994, 1997; Metcalfe & Dick, 
2001). Research on work commitment in policing is newer than similar 
research involving other professions (Zhao et al., 1999). In 1994, only 
about 20 published articles treating work commitment as a dependent 
variable pertaining directly to policing were documented (Buzawa, Austin, 
& Bannon, 1994). As pointed out earlier that very few studies regarding 
work commitment have been earned out on police personnel, 
it can be validated from the ongoing findings. In 1997, of the 1,007 articles 
on work commitment published since 1974, only 34 were related to 
policing (Dantzker, 1997). That means only 3.4% articles have captured 
the attention of Social Scientists on policing. Criminal justice scholars 
have thus concluded that knowledge about sources of work commitment 
among police officers lags far behind the corresponding knowledge about 
other occupations (Buzawa et al., 1994; Dantzker, 1994, 1997; Griffin et 
al., 1978; Love & Singer, 1988; Zhao et al., 1999). Police organizafions' 
success depends for a large part on its officers work attitudes, such as work 
commitment (Lambart et al., 2002; Oliver, 2004; Skogan & Frydl, 2004). 
Higher levels of work commitment among police personnel has been 
linked to positive behaviors such as effective job performance, whereas 
lower levels of work commitment have been linked to negative behaviors 
such as absenteeism and high turnover rates (Reiner & Zhao, 1999a). Hart 
(1999) found that work commitment among police officers accounted for 
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between 3% and 13% of the variance in overall levels of life satisfaction. 
Police officers are provided with a great deal of power and discretion and 
are expected to perform required tasks in an efficient and effective manner 
(McLaughlin & Bing, 1987). Issues such as the stressful and potentially 
dangerous nature of policing (Nietzel & Hartung, 1999), the costly nature 
of police misconduct (Swanson, Territo, & Taylor, 1988), the extensive 
expenses involved in the selection and training of police officers 
(Cochrane, Tett, & Vandecreek, 2003), and the importance of the ability of 
police officers to resist temptation (Ostrov & Cavanaugh, 1987) all point to 
the importance of organizational research in police settings. 
Emotional intelligence related studies 
Emotional intelligence is referred to as an array of non-cognitive 
capabilities, competencies, and skills that influence one's ability to succeed 
in coping with environmental demands and pressures (Bar-On, 1997, 
2002). Emotional intelligence has also been defined as "the ability to use 
emotional information in a constructive and adaptive manner" (Lane, 
2000). It has been demonstrated to correlate with various organizational 
outcomes such as job performance, organizational commitment, and 
organizational citizenship behaviors (Abraham, 2000; Fox & Spector, 
2000; Sy & Cote, 2004; Van Rooy & Viswesvaran, 2004; Wong & Law, 
2002). To date, fairly little is known as it pertains to the relationship 
between Work Commitment and Emotional Intelligence in general and 
even less is known in regards to this relationship as it applies to police 
officers (Aremu, 2005). 
In the prevailing times of mass demonstration, mob violence, and 
unexpected terrorist attacks police personnel are sometimes required to 
perform as a leader, manager, and friend to their colleagues, while 
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maintaining a positive reflection on both the department and community. 
The dangers inherent in their job, the frustrations caused by their 
supervisors, and the psychological and physical separation from friends 
and family seemingly make the police personnel's life stressful. The roller-
coaster nature of police work and changing role of police in society has 
created greater work demands thus making our police personnel 
emotionally vulnerable and endangered their psychological well being. 
Police officers are expected to act personably, rather than personally, in 
dealing with distressing operational instances, with their effectiveness 
compromised if they fail to maintain this distinction. Emotional control is 
an important part of occupational identity both in terms of the public's 
expectation and demands of their job. In many ways, police officers' 
integrity is considered to rest with the "suppression of affecf. So, in this 
context emotional intelligence skill, such as above-average communication 
skills, reactions appropriate to the presenting situation, and the ability to 
resolve conflicts satisfactorily can been listed as desirable characteristics in 
police personnel. 
Zacker and Bard's (1973) in their research included training of police 
officers in "communication, empathy, self-awareness and influence, all 
aspects of social intelligence now known as emotional intelligence. Results 
demonstrated officers who received training performed at significantly 
higher levels than officers who did not receive the training. Zacker and 
Bard's study led the way for police training, and to date, large urban police 
departments commonly incorporate such training into their programs 
(Brondolo, 1996; Chemiss, 2000). 
Epstein (1998) in his study of police sergeants found that emotional 
intelligence and constructive thinking can influence the amount of stress 
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that is experienced. Furthermore, emotional intelligence can be learned 
and improved; training programs can be created to increase emotional 
intelligence, to lower stress, and to attain increased performance. 
Lord and Schoeps' (2000) study was aimed at identifying psychological 
attributes of community-oriented police officers. The findings identified 22 
attributes considered critical by one large metropolitan police department 
for effective community-oriented officers. These attributes emphasized 
problem solving, decision making, and the ability to learn new knowledge, 
all attributes closely related to trait emotional intelligence. 
Bar-On et al. (2000) examined the concept of trait emotional intelligence 
in relation to the latitude permitted for emotional expressiveness and 
adaptation to occupational culture in three groups of helping professionals: 
(a) police officers, (b) child care workers, and (c) educators in mental 
health care {N= 167). Findings of the Bar-On et al. study indicated police 
officers, as measured by the EQ-i, to be more adaptable on a daily basis 
than social workers. Bar-on et al. have suggested that officers' enhanced 
ability to accurately focus and size up the immediate situation (Reality 
Testing, F = 23.77) and efficiency in dealing with problems (Problem 
Solving, F= 12.88) serves them well in adapting to dynamically changing 
situations as they arise. Bar-On et al. (2000) suggest this ability is related 
to a greater Intrapersonal capacity based on a more accurate Self-Regard in 
comparison to social workers {F = 8.77). Moreover, officers were found to 
be more Assertive {F — 11.86) and better able to cope with stress than 
social workers (Stress Tolerance, F = 8.05). Lastly, officers appeared to 
feel a part of and identify more with the community in which they lived 
and worked (Empathy, F = 7.19) and more satisfied with what they were 
doing (Self Actualizafion, F = 6.98) than social workers. 
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Bar-on, Brown, Kirkcaldy & Thomas (2000) conducted research on child-
case workers, educators and police officers in mental health care that 
examined emotional intelligence in relation to the latitude permitted for 
emotional expression to occupational culture. The result was that police 
officers were more emotionally adapted than the other groups and also 
high scores on positive affect and emotional stability. 
Lyons & Schneiders (2000) conducted a study on "the topic the influence 
of emotional intelligence on performance under stress," and pointed out 
that higher levels of emotional intelligence would promote challenge 
appraisals and better performance, where as lower emotional intelligence 
could foster threat appraisal & worse perfoiTnance. They further pointed 
out that it would differ in male and female police personnel. 
In other study Ricca (2003) examined the relationship between emotional 
intelligence, negative mood regulation, and burnout among police officers. 
Regression analysis supported the main hypothesis which predicted an 
inverse relationship between emotional intelligence, as measured by the 
EQ-i, and burnout. Results further supported a positive relationship 
between emotional intelligence and negative mood regulation. 
Dulewicz, Young, and Dulewicz (2005) focused on finding a difference 
between the importance of emotional intelligence (EI), intelligence 
quotient (IQ), and management quotient (MQ). Their study involved 261 
members of the Warfare School who had taken the current Ratings and 
Other Ranks Report (RORRS) and the Officers Joint Appraisal Report 
(OJAR) appraisal instruments. The study revealed that IQ, EQ, and MQ all 
contribute to overall perfoiTnance. In conclusion, a regression analysis and 
hierarchical regression analysis revealed that EQ made a greater 
contribution to overall performance than IQ and MQ. 
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Bumette (2006) investigated the relationship between the emotional 
intelligence levels of patrol sergeants and the emotional intelligence levels 
of their respective subordinate patrol officers. Data were collected from 22 
sergeants and 82 officers who completed the EQ-i. The results of a Pearson 
r correlation analysis determined that no statistically significant correlation 
existed between the independent variables of sergeants' total EQ-i and five 
composite scores, and the dependent variables of the patrol officers' total 
EQ-i and five composite scores. A Mest was also instituted to analyze the 
mean score differences between the groupings of patrol sergeants and 
patrol officers. Results of this test yielded no statistically significant 
differences between the two groups. 
Turner (2006) studied the relationship between the emotional intelligence 
of Federal Bureau of Investigation (FBI) and other law enforcement 
leaders (A^  = 415) as measured by the EQ-i. Twenty of the twenty-one 
emotional intelligence categories showed statistically significant 
differences between the emotional intelligence scores of law enforcement 
leaders and the general public. There were several significant positive and 
negative correlations between law enforcement leaders and the various 
emotional intelligence competencies including: (a) region, (b) gender, (c) 
education level, (d) number of employees in an agency, (e) number of 
employees indirectly supervised, and (f) duration spent in current 
positions. Turner (2006) further reports twelve of the twenty-one 
emotional intelligence categories demonstrated a positive, statistically 
significant difference between the emotional intelligence scores of FBI 
National Academy graduates and the emotional intelligence scores of other 
law enforcement leaders. The study found the composite scale of General 
Mood emotional intelligence and a cluster of emotional intelligence sub-
scale competencies, consisting of Social Responsibility, Problem Solving, 
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Self-Actualization, and Interpersonal relationship as significant predictors 
identifying emotional intelligence competencies differentiating FBI 
National Academy graduates from other law enforcement leaders. 
Most of the research regarding Emotional Intelligence is focused on 
sample other than the police organization. Emotional Intelligence has been 
studied in relation to well being, stress performance, personality, 
Individual differences, leadership, Motivational Behavior, psychological 
acceptance to work place, etc. For making evident the importance of 
Emotional Intelligence in organization as well as workplace following 
studies are quoted; 
Goleman (1998) asserts that no gender differences in emotional 
intelligence exist, admitting that while men and women may have different 
profiles of strength and weaknesses in different areas of emotional 
intelligence, their overall levels of emotional intelligence are equivalent. 
However, studies by Mayer and Geher (1996), Mayer, Caruso, and 
Salovey (1999), and recently Mandoll and Pherwahi (2003) have found 
that women are more likely to score high on measures of emotional 
intelligence than men, both in professional and personal settings. The 
discrepancy may be due to measurement choice. Brackett and Mayer 
(2003) found that female scored higher than males on emotional 
intelligence when measured by a performance measure. However, when 
using self-report measures such as the Bar-On Emotional Quotient 
Inventory (EQI) and the Self-Report Emotional Intelligence Test (SREIT), 
they found no evidence for gender difference. Perhaps gender differences 
exist in emotional intelligence only when one defines emotional 
intelligence in a purely cognitive manner rather than through a mixed 
perspective. It could also be the case that gender differences do exist but 
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measurement artifacts such as over-estimation of ability on the part of male 
are likely to occur with self-report measures. 
Kunnanatt (2004) reveals that emotionally intelligent people produce win-
win relationships and outcomes for themselves and others. Kunnanatt 
(2004) believes that within the parameters of emotional attraction around 
emotionally intelligent people that a network of social relationships and 
emotional support structures are developed. The strength of emotional 
intelligence and the development of training programs can be beneficial to 
human resource development. Kunnanatt (2004) states that "companies 
who have adopted emotional intelligence competency models have 
experienced quick and powerful changes in employee behavior that can be 
sustained over time". Emotional intelligence training may be of further 
benefit not only at work, but also at home. 
Sardo (2004) has taken his study on emotional intelligence one step further 
and conducted his research to answer if emotional intelligence can be 
developed using a team approach and if so, by improving emotional 
intelligence will leadership capability also improve? His research study on 
a large multinational manufacturing company using a competency based 
training program yielded qualitative evidence supporting organizational 
performance. Sardo states " the improvements extend beyond just being 
nicer with each other, the teams overall performance was rated as more 
effective and included perfoiTnance indicators such as meeting project 
deadlines and more effective negotiations with suppliers and stakeholders" 
(2004). 
Day and Associates (2005) revealed that emotional quotient was highly 
correlated with most aspects of personality and failed to moderate the 
hassles and strain relationship. 
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Salovey and Greywal (2005) studied a sample of employees from a 
Fortune 500 company using the Mayer-Salovey-Caruso Emotional 
Intelligence Test (MSCEIT) and found that employees with higher ratings 
on the MSCEIT were rated by their colleagues as easier to deal with and 
more responsible for creating a positive work environment. The employee 
supervisors rated them as more tolerant of stress, more sociable, and 
having greater potential for leadership. They conclude that emotional 
intelligence may play an important role in success. 
Muhammad (2006) studied emotional intelligence to predict job 
satisfaction and found that an individual's emotional intelligence quotient 
was not a significant predictor of the level of job satisfaction. 
Abraham (2006) conducted research on emotional intelligence in relation 
to university students, the research concluded that training in appropriate 
emotional intelligence skills is essential for preparing people for career 
success and fulfillment. Thus, educators should have the responsibility to 
convert theories and research into practical applications within their 
courses to ensure that students graduate with certain levels of emotional 
intelligence. 
Singh (2008) in his study concluded that the emotional intelligence of 
involved employees within an organizations (boss, mentor, or co-worker) 
will influence the potential of a relationship with that person for helping 
organizational members develop and use talent necessar>' for 
organizational effectiveness. 
Berman and West (2008), managerial emotional competencies are affected 
by a broad range of organizational policies and practices, such as 
recruitment, the feedback process, and appraisal that provide opportunities 
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for learning and skill development within organizations. Their study 
examined how feedback and mentoring, selection and promotion, training, 
and the adoption of codes of conduct can further emotional intelligence. 
Their study found that components in emotional intelligence training 
programs such as providing feedback, mentoring, and modeling were key 
while training, selection and promotion, and code development had only 
indirect effects on increasing emotional intelligence. 
Ayoko, Callan, and Hartel (2008) indicated that organizations with less-
well defined emotional intelligence climates can also be associated with 
increased task and relationship conflict leading to increased conflict 
intensity. Furthermore, in an empirical study by Singh (2007) on the 
impact of emotional intelligence in organizational learning was conducted 
based on a sample size of 280 participants. The results depicted emotional 
intelligence as being positively and significantly related with 
organizational learning. 
More recently Alam (2010) studied the influence of emotional intelligence, 
work identification and occupational stress on adjustment among police 
personnel. He found that emotional intelligence as a whole has significant 
influence on police personnel's adjustment of the total sample, but not on 
the adjustment of male and female police personnel. So far as male police 
personnel are concerned it is pointed out that only two dimensions of 
emotional intelligence viz; self awareness and self regulation were found 
to influence emotional adjustment. Among female police personnel two 
facets of emotional intelligence - self regulation and motivation were 
found to influence social as well as emotional dimensions of adjustment. 
The survey of the relevant literature gives an idea about the importance of 
emotional intelligence on work place in general and specifically for police 
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personnel. Further, it is concluded that teaching about emotions and 
emotional intelligence in training programs can affect performance of the 
police personnel and play an important role in the understanding of 
employees and their organization. Thus, it is an important aspect of police 
organization to teach and train emotional intelligence within their growth 
and development. After the review of relevant literature we can also say 
with conviction that there are no direct studies of emotional intelligence on 
police personnel in relation to work commitment in India. So, it is 
imperative to fill the void. 
Psychological Well-Being related studies 
Operations during war and peace time require Police personnel to be 
proficient in a wide range of skills which call for high physical and 
psychological stamina. Mental fitness plays a crucial role in helping the 
Police personnel adopt to the occupational demands. Literature has 
demonstrated that perceptions of psychological well being (PWB) are 
directly linked to intensity of coping efforts and performance. 
Psychological well being is defined as a person's evaluation reaction to his 
or her life - either in terms of life satisfaction (cognitive evaluations) or 
affect (emotional reactions). Negative perceptions and expectations of 
psychological well being are associated with decreased positive affect and 
with less adoptive and coping efforts, and could erode feelings of mastery 
and hence lower the work commitment of the police personnel. This 
concept is understood variously as a sense of life satisfaction, high self-
esteem, lack of undue anxiety or depression, and the like. Psychological 
well-being is dependent on fulfillment of psychological needs, the idea, 
which has been validated in the Self-Determination Theory (SDT). Ryan & 
Deci (2001) makes a distinction between 'hedonic' and 'eudemonic' 
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wellbeing. The former means positive affect and absence of negative 
affect, more short time feeling happy. The latter, in turn, means much 
deeper and persisting well-being, meaning in life. A perspective of hope 
has been found to be an essential element of organizational self-regulation, 
both in the cognitive and emotional domain with optimism and enthusiasm 
being key factors of Psychological well-being. Warner Wilson (1967) 
concluded: "The happy person emerges as a young, committed, healthy, 
well-educated, well-paid, extroverted, optimistic, worry-free, religious, 
married person with high self-esteem, high job morale, modest aspirations 
of either sex and of a wide range of intelligence". Psychological well-being 
has not been studied extensively in the context of organization. Therefore 
the literature on the subject is meager. Furthermore only few studies were 
found in which Psychological well-being was studied along with 
Emotional Intelligence. 
Diener, and others (1999) in their work saw an interesting relationship 
between psychological wellbeing and education. Individuals with college 
education rated themselves higher on all dimensions than those with less 
than a college education, and this was particularly marked for the 
dimensions of environmental mastery, positive relations with others, and 
self acceptance. The educational differences were particularly prominent 
for women. Autonomy was the single dimension of wellbeing which 
showed no educational differences. They concluded that most of the 
relationship between education and subjective well-being can be explained 
by the fact that the more highly educated tend to have higher incomes, 
better health and more social contacts. Once these factors are controlled 
for, the relationship tends to diminish or disappear. 
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Ryff & Singer (1998) concluded in their research work that a measure of 
current stress was one of the strongest correlates of mental health status, 
being strongly related to all the positive and negative measures. This study 
also obtained information about the number of childhood traumas, and this 
measure was strongly associated with a sense of coherence and to a lesser 
extent with mastery of the job and happiness at the workplace, but 
interestingly it was unrelated to self-esteem. Stress appeared to have a very 
powerful effect on well-being, whether defined in terms of adverse life 
events, chronic stressors or daily hassles. 
In their study Stephens et al (1999) found that men obtained higher scores 
than women on all the positive measures with the exception of 
happiness/interest in life where there was no difference. Similar findings 
were obtained in the British Health & Lifestyle Survey, where men 
obtained higher total scores on the positive items than did women. 
Donovan 8L Halpem (2002) in their research found an association between 
measures of subjective well-being and physical health in the expected 
direction. However, it was impossible to disentangle to what extent the 
relationship arises primarily from an association between low scores on the 
well-being scale and physical health problems, rather than between high 
scores on the well-being scale and good physical health. This is because 
most well-being scales have a response range from very positive to very 
negative. To establish the true relationship between positive well-being 
and physical health, we need to look at positive responses to positive well-
being items. 
In one study Scholtz (2002) reported that personality factors such as 
conscientiousness and neuroticism were significantly correlated with 
psychological well being and that both psychological well being and 
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personality measures had significant relationship with interpersonal and 
organizational deviance in Canadian police force. 
Huppert & Whittington (2003) in their research associated age and well-
being. The total score on the positive items decreased with advancing age, 
as did the scores on the positive sub-factors social functioning and self-
efficacy. Thus it was inferred that performance in the organization will 
drop with age. 
Layard (2003) in his cross-national study of different organizations 
reported a steep rise in happiness/satisfaction among employees as GDP 
increases, but only up to the point at which income is sufficient for basic 
needs to be met; beyond that point, the curve flattens out and higher 
national income does not increase happiness. 
Helliwell (2003) using a wide range of sampling techniques and 
assessment methods confirms that social relationships (having friends, 
workmates, supportive relatives, and being engaged in the community) are 
a very important determinant of happiness and subjective well-being of the 
employees. Social relationships appear to have a dual effect on well-being; 
they have both a direct effect which is probably related to our evolutionary 
origin as social animals, and an indirect effect which involves buffering the 
adverse behavioural and physiological responses to stress. Further well-
being was found to have direct relationship with employee's performance. 
Slaski and Cartwright (2003) conducted a study on emotional intelligence 
training and its implications for stress on health and performance of 
policemen and they found that training resulted in increased emotional 
intelligence, improved health and well being. 
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In one research endeavor Chaturvedhula & Joseph (2007) studied the 
dimensions of psychological well-being and personality in military aircrew 
of Indian Air Force. The main aim of the investigation was to identify the 
general level of psychological well being in fifty (50) military aircrew 
pilots and to find the association between psychological well being and 
measures of personality. The WHO (five) well-being index, the 
satisfaction with life scale and positive affect and negative affect scale 
were used. Personality was measured using the NEO-FFI. The results 
indicated that the aviators perceive themselves to have average quality of 
life and PNB. They manifested high levels of neuroticism and very high 
levels of extroversion. The study indicated that the mental health of 
military personnel is important and is directly linked to coping efforts and 
performance during peace time and combat operations. 
Ronald & Alaug (2006) tried to understand Work Satisfaction and 
Psychological Well being among police officers and he found that 
Psychological Well being i.e. work stressors and psychological burnout 
were fairly, constantly and significantly related to work satisfaction. 
Lenaghan, Buda, and Eisner (2007) in their study with 205 participants 
found that emotional intelligence acts to protect a person's well-being in 
the face of work-family conflict. Therefore, emotional intelligence is as 
beneficial at work place as at home to foster well-being. 
Wright (2009) says employers should be concerned about the well-being of 
their employees because in his research he found that when employees 
have high levels of psychological well-being and job satisfaction, they 
perform better and are likely to exhibit high Work Commitment- making 
happiness a valuable tool for maximizing organizational outcomes. Further 
he goes on saying that "The benefits of a psychologically well work force 
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are quite consequential to employers, especially so in our highly troubled 
economic environment". Simply put, "psychologically well employees are 
better performers. Since higher employee performance is inextricably tied 
to an organization's bottom line, employee well-being can play a key role 
in establishing a competitive advantage." Happiness is a broad and 
subjective word, but a person's well-being includes the presence of positive 
emotions, like joy and interest, and the absence of negative emotions, like 
apathy and sadness, Wright said. According to him excessive negative 
focus in the workplace could be harmful, such as in performance 
evaluations where negatives like what an employee failed to do is the focus 
of concentration. When properly implemented in the workplace 
environment, positive emotions can enhance employee perceptions of 
finding meaning in their work. Employees with high well-being tend to be 
superior decision makers, demonstrate better interpersonal behaviors and 
receive higher pay, he said. Wright said happiness is not only a 
responsibility to ourselves, but also to our co-workers, who often rely on 
us to be steadfast and supportive. In addition. Employee well-being affects 
the organization overall. His study demonstrates that after controlling for 
age, gender, ethnicity, job tenure and educational attainment level, 
psychological well-being is significantly related to job performance. 
Regarding Psychological Well being, it was revealed from the relevant 
literature that it is topic of great interest among researchers. The fact that 
Psychological Well being is directly related to feelings of happiness, 
contentment, achievement, continued development, self realization, caring 
and trust is agreed upon by almost every researcher. Psychological well 
being has been studied along with; locus of control (Usha & Sen, 2006); 
work place diversity (Kristen & Joo, 2006); job satisfaction (Francis, 2010) 
but not in relation to work commitment particularly on police personnel. 
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The review of literature further reveals the fact that different dimensions of 
psychological well being have not been studied in relation to the different 
dimensions of work commitment in India. 
Objectives of the study: 
Now it is evident from the above studies that work commitment, emotional 
intelligence and psychological well being are not only relevant but also 
instrumental in determining the performance and hence efficiency of the 
employees. These variables have been very rarely studied simultaneously 
or in conjunction with each other, especially on police personnel and 
police organisation. Therefore, keeping these facts in mind, the following 
objectives have been set for the present study: 
a) To know the impact of emotional intelligence and its various facets on 
work commitment and its different constructs. 
b) To find out the impact of psychological well being and its attributes on 
work commitment and its different constructs. 
c) To compare male and female police personnel for above variables. 
d) To compare married and unmanned police personnel for above 
variables. 
Hypotheses: 
Hypothesis is an important aspect of every research, because it provides 
direction to the investigation. A hypothesis helps in making proper choice 
of statistics for analyzing the data in quest of answering objectives of the 
study. Hence it is necessary to formulate hypotheses. Since earlier 
researches have not provided any direction of relationship or influence of 
78 
independent variables on dependent variable. Therefore, null hypotheses 
were formulated. They are given as under;-
Hol:- "Emotional intelligence" will not influence work commitment and 
its three constructs viz. affective, continuance and normative commitment 
in general and specifically across gender and marital status of police 
personnel. 
Ho2:- "Self awareness" - a facet of emotional intelligence will not 
influence work commitment and its three constructs viz. affective, 
continuance and normative commitment in general and specifically across 
gender and marital status of police personnel. 
Ho3:- "Self regulation" a dimension of emotional intelligence will not 
influence work commitment and its three constructs viz. affective, 
continuance and normative commitment in general and specifically across 
gender and marital status of police personnel. 
Ho4:- "Motivation" a facet of emotional intelligence will not influence 
work commitment and its three constructs viz. affective, continuance and 
normative commitment in general and specifically across gender and 
marital status of police personnel. 
Ho5:- "Social awareness"- a dimension of emotional intelligence will not 
influence work commitment and its three constructs viz. affective, 
continuance and normative commitment in general and specifically across 
gender and marital status of police personnel. 
Ho6:- "Social Skills"- a dimension of emotional intelligence will not 
influence work commitment and its three constructs viz. affective, 
confinuance and normative commitment in general and specifically across 
gender and marital status of police personnel. 
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Ho7:- Psychological well being will not effect work commitment and its 
three constructs viz. affective, continuance and normative commitment in 
general and specifically across gender and marital status of police 
personnel. 
Ho8:- "Autonomy" - a facet of psychological well being will not effect 
work commitment and its three constructs viz. affective, continuance and 
normative commitment in general and specifically across gender and 
marital status of police personnel. 
Ho9:- "Environmental Mastery"- an attribute of psychological well being 
will not effect work commitment and its three constructs viz. affective, 
continuance and normative commitment in general & specifically across 
gender and marital status of police personnel. 
Ho 10:- "Personal Growth"- a facet of psychological well being will not 
influence work commitment and its three constructs viz. affective, 
continuance and normative commitment in general and specifically across 
gender and marital status of police personnel. 
Hoi 1:- "Personal Relations"- a dimension of psychological well being will 
not effect work commitment and its three constmcts viz. affective, 
continuance and normative commitment in general and specifically across 
gender and marital status of police personnel. 
Ho 12:- "Purpose in Life"- a facet of psychological well being will not 
effect work commitment and its three constructs viz. affective, continuance 
and normative commitment in general and specifically across gender and 
marital status of police personnel. 
Hoi3:- "Self Acceptance"- a facet of psychological well being will not 
effect work commitment and its three constructs viz. affective, continuance 
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and normative commitment in general and specifically across gender and 
marital status of police personnel. 
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Chapter III 
Methodology 
Methodology 
Methodology in simple terms means the method or the procedure used 
by the researcher to accomplish the purpose of his research. It is a 
crucial step in any research and has its importance in scientific 
investigation because objectivity in any research investigation cannot be 
obtained unless it is carried out in a very systematic and planned 
manner. Redman & Mory (1923) in explaining 'research' contented that 
it is "a systematized effort to find out the solution of the problem". 
Methodology is sum of these techniques being carried out by a 
investigator in order to find out the real dynamics operating for any 
problem. Mounton and Marais (1993) viewed methodology as "the logic 
of the applications of scientific methods to the investigation of the 
phenomena". It is a kind of decision making process in which researcher 
has to select the most suitable and appropriate model, sampling 
techniques, measuring instruments/ tools and data analysis methods 
suitable for selected problem. However, the objectivity of scientific 
investigation is contingent upon the accuracy of research methodology 
adopted by the researcher. In this regard Selltizer et al. (1962) has 
rightly pointed out that "research design is the arrangement of 
conditions for collecting and analyzing the data in a manner that aims to 
combine relevance to research purpose with economy in procedure". It 
is a kind of appropriate architecture prepared in advance by the 
investigator with minimum expenditure of time, cost and other 
requirements. In view of Mohsin (1984) "research design contains a 
built-in system of checks against all factors that might affect the validity 
of the research outcomes". Scientific investigafion involves careful and 
proper adoption of research design, use of standardized tools, and tests, 
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identifying adequate sample by using appropriate sampling techniques, 
sound procedure for collecting data, and then after careful scrutiny, 
tabulation of data and the use of appropriate statistical techniques for 
analyzing data. 
The above steps are necessary and important, in carrying out research 
and enhance the predictive value of findings. This study was 
quantitative in nature and utilized a non-experimental design. A key 
characteristic of a quantitative study is that a hypothesized relationship 
between two or more variables is examined. Non-experimental designs 
are appropriate when the researcher will not manipulate any variables. 
None of the variables (emotional intelligence, psychological well being, 
work commitment, gender, marital status, age, experience and number 
of dependents) were controlled or manipulated by the researcher. Thus, 
a non-experimental research design was used for the present study-
"Influence of Emotional Intelligence and Psychological Well-being on 
Work Commitment; A study of police personnel". Further, the 
procedures which have been opted for the present investigation are 
being discussed below: 
Sample: 
In behavioral science researches, sample is a fraction of population. It is 
impossible to take the whole population for investigation. Mohsin 
(1984) contended that sample is a small part of total existing events, 
objects or the infomiation. Kerlinger (1983) believes that "sampling is 
taking any portion of a population or universe as representative of that 
population or universe". Thus, sampling is a process through which a 
small portion of population selected for observation. By making 
observations on the appropriate sample, it is possible to draw reliable 
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and valid inferences or make generalizations on the population as a 
whole from where the sample is drawn. 
The survey of available literature on work commitment in relation to 
emotional intelligence, and psychological well being has revealed the 
fact that police personnel have been rarely studied in general and police 
personnel of Kashmir valley in particular, for this reason it was decided 
to choose police personnel of Kashmir valley for study. Hence, for the 
purpose of data collection Chairperson, Department of Psychology, 
A.M.U Aligarh was approached and requested to issue a letter to the 
competent authority, for cooperation of the concerned personnel of 
various police stations in Kashmir valley. Without their cooperation it 
was impossible to conduct investigations smoothly as Kashmir valley is 
always in the headlines for bad reasons. The investigator faced a lot of 
problems due to disturbance but with the help of District officials 
especially S.P, District Shopian the data collection was done. Two 
groups of police personnel were decided for study, the first group 
comprised of male police personnel and the second group comprised of 
female police personnel below rank of S.I, which is the most neglected 
group in the field of psychological research as this can be ascertained 
from the fact that the ratio of female police personnel in India is 3.23% 
which is far below than their male counterparts. Due to this reason the 
sample of female personnel was only 100. The Investigator personally 
visited various police stations along with liaison officers and approached 
police personnel. Those who were willing to give their responses were 
given questionnaire. About fifteen to twenty five percent of the police 
personnel approached were not ready to give their responses due to 
official engagements or personal reasons. Therefore sampling was 
purposive in nature and data was collected purely on random basis 
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because of uncertainty of duty, and work-load etc. During scrutiny it 
was found that twenty to thirty percent questionnaires were incomplete 
due to one or the other reason, hence, excluded or rejected and about 
twenty to twenty five percent questionnaires were returned. The sample 
is as under: 
Table - 3 . 1 : Showing the break-up of the sample: 
Group 
Male 
Female 
N 
Married 
132 
64 
196 
Unmarried 
68 
36 
104 
Total 
200 
100 
300 
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So far as average age of male police personnel is concerned they are elder 
then female police personnel and they get more salary but having more 
number of dependents. The female police personnel are highly educated 
than male police personnel. As data reveals 29% female police personnel 
are graduate where as only 15% male police personnel are graduate. The 
female police personnel prefer nuclear family 54% where as male police 
personnel believe in joint family system (61.5%). 
Description of Tools: 
In behavioral sciences measurements have always been considered a very 
complex task but an inevitable means to understand human experiences 
and behavior. Various psychological tests have been developed to 
understand human behavior objectively. There is no single psychological 
test which can tell about all aspects of human behavior because of its 
intricacy and instability. Therefore, every psychological test is developed 
for some specific objective and purpose. Among the various methods used 
for testing the various aspect of human behavior, the questionnaire method 
has been considered as the most convenient and favorable instrument to 
collect data. Pertaining to questionnaire, it is imperative to mention that 
without ascertaining the efficacy of the tools, reliable results cannot be 
obtained; therefore, standardization of the psychological tools is 
necessarily a prerequisite. In this regard, it is equally important to mention 
that in quest of studying the present problem the standardized 
psychological tools were administered. The description of the tools used in 
the present research study follows: 
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Emotional Intelligence Scale: 
Emotional intelligence Scale developed and standardized by Singh (2004) 
was used. The scale consists of sixty statements with five alternative 
responses, namely "Describe me very well," "Describe me well", 
"Describe me moderately well", "Describe me a little", and "not at well 
describe me very well". The subjects were required to give their responses 
according to their understanding about themselves. The items of Emotional 
intelligence scale were grouped under five categories namely. Self 
Awareness, Self Regulation, Motivation, Social Awareness and Social 
Skills. The subjects have to weight statements in 5,4,3,2 &1 for describe 
me moderately well, described me a little and not at all described me 
respectively. High score indicates high level of Emotional Intelligence and 
low score indicates low level of emotional intelligence. The author has 
reported the scale as highly reliable and valid. 
Psychological Well Being Scale: 
Psychological Well Being scale developed by RyflF(1989) was used. This 
scale measures six dimensions of psychological well being viz., (i) 
autonomy, (ii) environmental mastery, (iii) personal growth, (iv) positive 
relations with others, (v) purpose in life, and (vi) self acceptance. 
The scale consisted of 54 items (6x9-item scale). The responses vary from 
Strongly Disagree (1), Disagree Somewhat (2), Disagree Slightly (3), 
Agree Slightly (4), Agree Somewhat (5), to Strongly Agree (6). There 
were 28 negative items in the scale whose scoring was done in the reverse 
order. The reliability and validity coefficients of the scale were r = 0.82 & 
r = 0.77 respectively. 
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Work Commitment Scale: 
In order to assess the work commitment of police personnel, work 
commitment scale developed by Ansari and Imtiyaz (2000) was used. This 
scale is based on three dimensions given by Meyer and Allen (1991) viz., 
(i) affective commitment, (ii) continuance commitment, and (iii) normative 
commitment. The scale consisted of 15 items on the pattern of Likert type 
scale having 7-point response category labelled as-Strongly Disagree (1), 
Moderately Disagree (2), Slightly Disagree (3), Neither Disagree nor 
Agree (4), Slightly Agree (5), Moderately Agree (6), Strongly Agree (7). 
Among 15 items, 2 items (item no. 12 & 14) were negative as symbolized 
by ® in the scale. So, their scoring was done in reverse order. The 
reliability and validity coefficient of the scale was r = 0.80 and r = 0.76 
respectively. 
Biographical Information Blank: 
To know the information's about the biographies of the respondents, a bio-
information blank (BIB) was prepared that included sex, age, education 
qualifications, designation job tenure, family structure, salary, marital 
status, number of dependents etc. and the respondents were requested to 
fiimish these information too. The biographical information helps in 
discussing the results. 
Statistics Used: 
In order to meet the objectives of the study, the objectives were 
transformed into the hypothetical relationship are called hypothesis. In the 
light of the proposed hypotheses, it was decided to apply multiple 
regression method which is quite flexible to access two a more predictors 
at a time to see their influence on criterion variable. This technique 
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consists of Standard, Hierarchical, and Stepwise depending on the way 
predictor variable entering the equation. The term regression and 
correlation are used more or less interchangeably. The regression is used 
with an eye in prediction, whereas, correlation is more meaningful for 
determining the degree of association. 
Multiple regression is the technique by which the value of the dependent 
variable is predicted from knowledge of the values of the independent 
variables. The variables used for prediction are called predictor variables 
and the variable that is predicted is called the criterion variable. The 
objective of research in using regression is to illuminate the relationship 
between a set of independent variables and dependent variable. As a 
preliminary step, it can be determined how strong the relationship is 
between independent variables and dependent variable and then to assess 
the importance of various independent variables to the relationship. In the 
present analysis stepwise method predictors enter to the equation step-wise 
one after the other on the basis of their highest simple correlation with 
criterion variables. This process continues until no more usefiil information 
is obtained from the fiirther addition of prediction 'F ' value of ANOVA for 
regressions predicted over all influence of all independent variable on the 
dependent one and the main variable predicting dependent variable are 
confirmed by significant 't ' values. Hence, in the present study. Stepwise 
Multiple Regression was used for giving statistical treatment to the data. It 
was done with the help of SPSS (Statistical Package for research in Social 
Science). 
90 
Chapter IV 
Result 
and 
Discussion 
Result and Discussion 
Having set forth the methodological procedure in the previous chapter, the 
present chapter is meant to analyze and discuss the results. The present 
study being an empirical one was aimed at studying influence of emotional 
intelligence and psychological well being on work commitment among 
police personnel. Hence, in quest of testing the objectives of the study a 
number of null-hypotheses were formulated and stepwise multiple 
regression analysis was used as Multiple Regression Analysis (MRA) 
effectively isolates predictors that fulfilled the objectives of the 
investigation. 
Before discussing the findings obtained by running stepwise multiple 
regression analysis (SMRA) to the data, it is highly important to mention 
that SMRA provides stepwise information and among these only three 
tables were used: (i) Model Summery Table, (ii) ANOVA Table, and (iii) 
Coefficients Table i.e., predictors of dependent variables. The table of non-
predictors has not been included because except predictor variables (IVs), 
all the remaining variables (IVs) failed to influence dependent variables. 
The analysis of the study was undertaken in seven phases. In the first phase 
the sample group of male police personnel (n=200) were taken into 
consideration, whereas, in the second phase, sample group of female police 
personnel (n==100) were analyzed. In the third phase of analysis, 
comparative assessment of the sample groups of male and female police 
personnel were undertaken. Fourth and fifth phase was kept for the sample 
group of married police personnel (n=196) and unmarried police personnel 
(n=104) respectively. Sixth phase of analysis was kept for the comparative 
assessment of the sample groups of mairied and unmarried police 
personnel. In the last phase, the total sample (n=300) irrespective of 
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categories was analyzed to investigate the general pattern of the findings. 
Following the above sequence, results and their discussions will appear in 
the proceeding writings. 
Sample group of Male Police Personnel: 
In this section, the result of the sample group of male police 
personnel is analyzed. The description and discussion of the related 
findings are given below: 
Table- 4.1, showing model summary of stepwise multiple regression 
analysis for male police personnel on Affective Commitment (N=200). 
Model Summary 
"V 
Model R 
1 
2 
3 
.419' 
.483' 
.502' 
R Square 
.176 
.233 
.252 
Adjusted 
R Square 
.172 
.225 
.241 
Std. Error of 
the Estimate 
4.73 
4.57 
4.52 
Change Statistics 
R Square 
Change 
.176 
.057 
.019 
F Change 
42.215 
14.671 
5.090 
a. Predictors: (Constant), Social Skills 
b. Predictors: (Constant), Social Skills, Autonomy 
c. Predictors: (Constant), Social Skills, Autonomy, Personal ^.owth 
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Table- 4.1A, showing ANOVA of multiple regression for male police 
personnel on Affective Commitment (N=200). 
ANOVA '' 
Model 
1 Regression 
Residual 
Total 
Sum of 
Squares 
942^66 
4421.074 
5363.680 
124"9.032~ 
4114.648 
5363.680 
1353.190 
4010.490 
5363.680 
df 
I-
I 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Predictors: (Constant), Social Skills 
Predictors: (Constant), Social Skills, Autonomy 
Predictors: (Constant), Social Skills, Autonomy, Personal growth 
1 
198 
199 
197 
199 
3 
196 
199 
Mean Square 
942.606 
22.329 
624.516 
20.887 
451.063 
20.462 
F 
42.215 
29.900 
22.044 
Sig. 
.000 3 
.000 " 
.000 <= 
d. Dependent Variable: Affective 
Table-4.1B, showing the coefficient of regression for male police 
personnel on Affective Commitment (N=200). 
Model 
1 
2 
3 
-
(Constant) 
Social Skills 
(Constant) 
Social Skills 
Autonomy 
(Constant) 
Social Skills 
Autonomy 
Personal gro\wth 
Coefficients 
i 
Unstandardized 
Coefficients 
B ; Std. Error 
' 32.927 "7977 " 
1 -.176 .027 
30.069 1.204 
1 -.251 .033 
1 .195 1 .051 
30.286 1.196 
-.210 .037 
.232 .053 
-7.99E-02 .035 
Standardi 
zed 
Coefficien 
ts 
Beta 
-.419 
-.596 
.297 
-.500 
.353 
-.195 
1 
i 
1 
j 
L^ —-L 
^ 33.692 ; 
-6.497 1 
24.969 1 
-7.679 \ 
3.830 1 
25.326 ' 
-5.707 
4.374 ' 
-2.256 
Sig. 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.025 
a. Dependent Variable: Affective 
Tables from 4.1 to 4.4 highlight the predictors of the various dimensions of 
the work commitment as well as the work commitment as whole for male 
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police personnel. In this regard, Table-4.1 provides the model summary of 
values related to predictor variables on male police personnel's "affective 
commitment": a dimension of work commitment. Further Table-4.2 
indicates the influence of predictor variables as obtained F-values (F= 
42.215, F= 29.900 and F= 22.044) are found highly significant. The 
reliability of the 'F-values' was confirmed when three predictor variables 
viz., social skills, a dimension of emotional intelligence, plus autonomy 
and personal growth, dimensions of psychological well being, were found 
to influence the affective commitment of male police personnel as given t-
values (t=5.707, t=4.374 and t=2.256) highlighted in Table-4.1B are found 
to be statistically highly significant beyond .01 level of confidence, 
therefore null-hypotheses Ho6, Ho8 and Ho 10 as given on page number 
79-80 are rendered rejected. 
Malehood is associated with masculinity and virility. Therefore, it is 
evident that male police personnel will be strongly inclined towards 
fulfilling their instinctual needs viz, dominating characteristics. Hence, it is 
quite obvious that traits like autonomy and desire for personal growth will 
act as the predictors for their attachment towards their work. Based on the 
biographical data, it can also be inferred that importance for autonomy and 
desire for personal growth increases with age and experience as mean 
experience and age of male police personnel is greater than their female 
counterparts. As far as social skills as the predictor of the affective 
commitment of male police personnel is concerned, it can be inferred that 
male police personnel don't need to be choosy about making social 
relations as compared to the female police personnel. Therefore, it 
ultimately filters down to their social skills as to how many relationships 
they are having at their work place, which is a measure of their attachment 
or affective commitment with their work. So the role of social skills as 
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predictor of affective commitment is evident. Furthermore, it is important 
to mention that our result is in agreement with the study carried out by 
Meyer & Allen (1991), where they labelled the task autonomy, skill variety 
and task identity as the antecedents for affective commitment. 
Table- 4.2, showing model summary of stepwise multiple regression 
analysis for male police personnel on Continuance Commitment 
(N=200). 
Model 
1 
2 
3 
4 
5 
- -
! 
~.450^r 
.499" 1 
.544= j 
.566'' 1 
.592s ; 
R Square 
163 ' 
.249 
.296 
.321 
.350 
Model Summary 
• 1 
Adjusted 
R Square ; 
.242 ' 
1 .285 
i .307 
.333 
Std. Error of 
the Estimate 
4.93 
4.79 
4.72 
4.62 
Change Statistics 
R Square 
Change 
.203 
.047 
.047 
.025 
.029 
F Change 
50.278 
12.311 
12.954 
7.164 
8.664 
a. Predictors: (Constant), Motivation 
b. Predictors: (Constant), Motivation, Personal relations 
c. Predictors: (Constant), Motivation, Personal relations, Social Awareness 
d. Predictors: (Constant), Motivation, Personal relations, Social Awareness, Social 
Skills 
e. Predictors: (Constant), Motivation, Personal relations. Social Awareness, Social 
Skills, Personal growth 
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Table- 4.2A, showing ANOVA of multiple regression for male police 
personnel on Continuance Commitment (N=200). 
AM0VA9 
Model 
1 
2 
3 
4 
5 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
1292.720 
5090.860 
6383.580 
1592.146 
4791.434 
6383.580 
1389.196 
4494.384 
6383.580 
2048.468 
4335.112 
5383.580 
2233.800 
4149.780 
6383.580 
df 
1 
198 
199 
2 
197 
199 
3 
196 
199 
4 
195 
199 
5 
194 
199 
Mean Square 
1292.720 
25711 
796.073 
24.322 
629.732 
22.931 
512.117 
22.231 
446.760 
21.391 
F 
50.278 
32.731 
27.463 
23.036 
20.886 
Sig. 
.000^ 
.OOO'' 
.000= 
.000^ 
.000* 
a- Predictors: (Constant), Motivation 
b. Predictors: (Constant), Motivation, Personal relations 
c. Predictors: (Constant), Motivation, Personal relations, Social Awareness 
d. Predictors: (Constant), Motivation, Personal relations. Social Awareness, Social 
Skills 
6- Predictors: (Constant), Motivation, Personal relations. Social Awareness, Social 
Skills, Personal growth 
9- Dependent Variable: Continuance 
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Table- 4.2B, showing the coefficient of regression for male police 
personnel on Continuance Commitment (N=200). 
Coefffcients^ 
Model 
1 
2 
3 
4 
5 
(Constant) 
Motivation 
(Constant) 
Motivation 
Personal relations 
(Constant) 
Motivation 
Personal relations 
Social Awareness 
(Constant) 
Motivation 
Personal relations 
Social Awareness 
Social Skills 
(Constant) 
Motivation 
Personal relations 
Social Awareness 
Social Skills 
Pe rsona l g r o w t h 
Un standardized 
Coefficients 
B 
34.347 
-.205 
32.619 
-.280 
.163 
33.108 
-.171 
.216 
-.170 
32.602 
-.220 
.209 
-.220 
.122 
34.771 
-.226 
.229 
-.219 
.143 
-.639 
Std. Error 
1.082 
.029 
1.162 
.035 
.046 
1.136 
.046 
.047 
.047 
1.135 
,049 
.047 
.050 
.045 
1.335 
.048 
.046 
.049 
.045 
.217 
Standard! 
zed 
Coefficlen 
ts 
Beta 
-.450 
-.615 
.273 
-.375 
.351 
-.371 
-.484 
.351 
-.480 
.265 
-.497 
.383 
-.477 
.312 
-.182 
t 
31.749 
-7.091 
28.078 
-7.923 
3.509 
29.140 
-3.725 
4.552 
-3.599 
28.734 
-4.516 
4.482 
-4.386 
2.677 
26.050 
-4.723 
4.944 
-4.443 
3.174 
-2.943 
Sig. 
.000 
.000 
.000 
.000 
.001 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.008 
.000 
.000 
.000 
.000 
.002 
.004 
a- Dependent Variable: Continuance 
Table-4.2 gives the model summary of values related to the predictor 
variables on police personnel's continuance commitment, a determinant of 
work commitment. While as Table-4.2A explains that F-values (F=50.278, 
F-32.731, F=27.463, F=23.036 and F=20.886) being highly significant 
reveal significant influence of predictors. The Table-4.2B gives a clear 
picture that three determinants of emotional intelligence viz. motivation, 
social awareness and social skills and two determinants of psychological 
well being viz. personal relations and personal growth have emerged in 
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predicting continuance commitment of male police personnel as t-values 
(t=4.723, t=4.443, t=3.174, t=4.944 and t=2.943 respectively) are 
significant. Hence related null hypotheses Ho2, Ho4, Ho6, HolO and Hoi 1 
as given on page number 79-80 get rejected. 
We previously discussed that male police personnel are having dominating 
characteristics. In this light, the role of social skills and personal growth as 
predictors of affective commitment has already been discussed. Regarding 
their role as predictors of continuance commitment, it can be said that as 
continuance commitment is based on the costs that the employee associates 
with leaving the organisation, therefore it is evident that male police 
personnel who are highly motivated and have the desire for growth feel 
that they have larger number of things at stake if they leave the 
organisation. Hence they continue with the organisation. It seems that male 
police personnel generate high motivation from the fact that they are 
having greater number of dependents than female police personnel. 
Regarding personal relations, social awareness and social skills, it is quite 
clear that those male police personnel who have good social awareness and 
social skills develop healthy personal relations with the co-workers, 
colleagues and superiors. So, for them the cost of leaving the organisation 
is consequently high, resulting in higher continuance commitment. 
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Table- 4.3, showing model summary of stepwise multiple regression 
analysis for male police personnel on Normative Commitment 
(N=200). 
Model 
1 
i 2 
4-
.215= 
.275 b 
R Square 
^046 
.075 
Model Summary 
Adjusted 
R Square 
.041 
.066 
Std. Error of 
the Estimate 
4'39 
4.34 
Change 
R Square 
Change 
.046 
.029 
Statistics 
F Change 
9.557 
6.249 
a. Predictors; (Constant), Self acceptance 
b. Predictors: (Constant), Self acceptance. Social skills 
Table- 4.3A, showing ANOVA of multiple regression for male police 
personnel on Normative Commitment (N=200). 
ANOVA^ 
Model 
1 
2 
Regress ion 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
184.421 
3820.859 
4005.280 
301.904 
3703.376 
4005.280 
df 
1 
198 
199 
2 
197 
199 
Mean Square 
184.421 
19.297 
150.952 
18.799 
F 
9.557 
8.030 
Sig. 
.002= 
.000*^ 
a. Predictors: (Constant), Self acceptance 
b. Predictors: {Constant), Self acceptance Social ski l ls 
e. Dependent Variable: Normative 
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Table- 4.3B, showing the coefficient of regression for male police 
personnel on Normative Commitment (N=200). 
CoefRdents^ 
Model 
1 (Constant) 
Self acceptance 
2 (Constant) 
Self acceptance 
Social skills 
Unstandardized 
Coefficients 
B 
32.545 
-.111 
30.525 
-.128 
.486 
Std. En-or 
1.015 
.036 
1.287 
.036 
.194 
Standard! 
zed 
Coetficien 
ts 
Beta 
-.215 
-.248 
.175 
t 
32.076 
-3.091 
23.722 
-3.554 
2.500 
SIg. 
.000 
.002 
.000 
OOO 
.013 
a- Dependent Varlafcle: Normative 
Table-4.3 is related to the normative commitment, a determinant of work 
commitment. It gives the model summary of the values on the other hand 
Table-4.3A gives the F-values (F=9.557 and F=8.030) which are highly 
significant. It implies that one dimension of emotional intelligence viz. 
social skills and one dimension of psychological well being viz. self 
acceptance act as the significant predictor of normative commitment at 
0.01 significance level of male police personnel as supported by the 
t-values (t=2.500 and t=3.554) in Table-4.3B. This confirms the rejection 
of null hypotheses Ho6 and Ho 13 given on page number 79-80. 
In police organisation, the norms, values and discipline is given more 
importance and this gives confidence in all walks of life may it be 
emotional, social or psychological. As we are well aware that normative 
commitment is an employee's feeling of obligation to stay with the 
organisation based on the employee having internalized the values and 
goals of the organisation. So as already understood that those male 
persomiel who are having good social skills tend to mingle well with their 
co-workers and hence co-worker's commitment provides normative signals 
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that influence the development of normative commitment among them. 
Regarding self acceptance as predictor of normative commitment of male 
police personnel it can be said with conviction that those male police 
personnel who have high self acceptance tend to accept themselves as they 
are, they are not ashamed of their past life and feel positive about it. So, 
they possess a positive attitude towards police organisation and its norms, 
ultimately leading to the high normative commitment. 
Table- 4.4, showing model summary of stepwise multiple regression 
analysis for male police personnel on Total Commitment (N=200). 
Model 
1 
2 
3 
R 
.528 3 
.545" 
.560= 
R Square 
.279 
.297 
.313 
Model Summary 
Adjusted Std. Error of 
R Square the Estimate 
.276 8.45 
.290 8.37 
.303 ; 8.29 
Change Statistics 
R Square , 
Change j F Change 
.279 I 76.701 
.018 j 4.926 
.017 ; 4.714 
i 
a. Predictors: (Constant), Motivation 
b. Predictors: (Constant), Motivation, Personal relations 
c. Predictors: (Constant), Motivation, Personal relations, E.I Total 
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Table- 4.4A, showing ANOVA of multiple regression for male police 
personnel on Total Commitment (N=200). 
AMOVA^ 
Model 
1 
2 
3 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
5477.831 
14140.789 
19618.620 
5822.769 
13795.851 
19618.620 
6146.771 
13471.849 
19618.620 
df 
1 
198 
199 
2 
197 
199 
3 
196 
199 
Mean Square 
5477.831 
71.418 
2911.385 
70.030 
2048.924 
63.734 
F 
76.701 
41.574 
29.809 
Sig. 
.000^ 
.000" 
.000= 
a. Predictors: (Constant), Motivation 
b. Predictors: (Constant), Motivation, Personal relations 
c. Predictors: (Constant), Motivation, Personal relations, E.l Total 
e. Dependent Variable: Work Comnnitment Total 
Table- 4.4B, showing the coefficient of regression for male police 
personnel on Total Commitment (N=200). 
Coefficients^ 
Model 
1 
2 
3 
(Constant) 
Motivation 
(Constant) 
Motivation 
Personal relations 
(Constant) 
Motivation 
Personal relations 
E.l Total 
Unstandardized 
Coefficients 
B 
98.528 
-.421 
96.673 
-.502 
.175 
97.892 
-.289 
.239 
-6.03E-02 
Std. Error 
1.803 
.048 
1.971 
.060 
.079 
2.032 
.115 
.083 
.028 
Standardi 
zed 
Coefficlen 
ts 
Beta 
-.523 
-.630 
.167 
-.362 
.229 
-.335 
t 
54.646 
-8.758 
49.040 
-8.375 
2.219 
48.173 
-2.513 
2.868 
-2.171 
Sig. 
.000 
.000 
.000 
.000 
.028 
.000 
.013 
.005 
.031 
a. Dependent Variable: Work Connrnitment Total 
Table- 4.4 gives the model summary of values related to the predictor 
variables on total work commitment. While as table- 4.4A explains that F-
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values (F=76.701, F=41.574, and F=29.809) being highly significant 
reveal significant influence of predictors. The Table-4.4 B gives a clear 
picture that one determinant of Psychological wellbeing viz, personal 
relations and one dimension of emotional intelligence viz, motivation plus 
the total emotional intelligence have emerged predicting Total Work 
Commitment of male police personnel as t-values (t=2.868, t=2.513 and 
t=2.171 respectively) are significant. Hence related Null hypotheses Hoi, 
Ho4 & Hoi 1 as given on page number 79-80 get rejected. 
It is well known fact that work commitment is an important aspect of every 
organisation. If the employee of an organisation is not committed to his or 
her work that organisations fails to achieve its goal, hence the overall 
employee prospect is affected. From Table-4.4A & Table-4.4B, it is clear 
that personal relations, motivation and total emotional intelligence 
determine the total work commitment of male police personnel. Person's 
relations determine one's total work commitment as they fill the person 
with positive feelings, warmth and strong feeling of empathy and affection. 
This in turn helps the police personnel to focus on different aspects of their 
work which results into increased total work commitment. Motivation as 
we know is the force which moves us to achieve some goal therefore high 
motivation for achieving organisational goals results into increased total 
work commitment. On the other hand emotional intelligence is the sum 
total of interpersonal skills, empathy, motivation, self regard and social 
responsibility. Therefore it is well understood to have a say in determining 
total work commitment of male police personnel. 
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Sample group of female police personnel 
In this section, the results of the sample group of female police personnel 
will be analyzed. The description and discussion of related findings are 
given below: 
Table- 4.5, showing model summary of stepwise multiple regression 
analysis for female police personnel on Affective Commitment 
(N=100). 
Model Summary 
Model 
1 
2 
R 
.442^ 
.514'' 
R Square 
.195 
.265 
Adjusted 
R Square 
.187 
.249 
Std. Error of 
the Estimate 
4.58 
4.40 
Chanqe Statistics 
R Square 
Cliange 
.195 
.069 
F Ciiange 
23.772 
9.150 
a- Predictors: (Constant), Social Awareness 
b- Predictors: (Constant), Social Awareness, PWB Total 
Table- 4.5A, showing ANOVA of multiple regression for female police 
personnel on Affective Commitment (N=100). 
ANOVA<= 
Model 
1 
2 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
499.517 
2059.233 
2558.750 
677.025 
1881.725 
2558.750 
df 
1 
98 
99 
2 
97 
99 
Mean Square 
499.517 
21.013 
338.513 
19.399 
F 
23.772 
17.450 
Sig. 
.000^ 
.000" 
a- Predictors: (Constant), Social Awareness 
b- Predictors: (Constant), Social Awareness, PWB Total 
c- Dependent Variable: Affective 
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«t3* cf« 
Table- 4.5B, showing the coefficient of regression for female police 
personnel on Affective Commitment (N=100). 
Coefficients^ 
Model 
1 
2 
(Constant) 
Social Awareness 
(Constant) 
Social Awareness 
PWB Total 
Unstandardized 
Coefficients 
B 
35.736 
-.226 
25.999 
-.177 
4.271 E-02 
Std. Error 
2.059 
.046 
3.778 
.047 
.014 
Standard] 
zed 
Coefficien 
ts 
Beta 
-.442 
-.346 
.280 
t 
17.358 
-4.876 
6.881 
-3.741 
3.025 
SlQ. 
.000 
.000 
.000 
.000 
.003 
a- Dependent Variable: Affective 
Table-4.5 to Table-4.8 highlights the predictors of the various 
dimensions of work commitment as well as whole. In this regard table-4.5 
provides the model summary of values related to predictor variables on 
female police personnel's Affective Commitment. Further, Table-4.5A 
indicates the influence of predictor variables as obtained F-values 
(F=23.772 and F=l 7.450) are found highly significant. The reliability of 
the F-values was found confirmed when one predictor variable viz, social 
awareness, a dimension of Emotional Intelligence and total psychological 
well being when found to influence female police personnel's affective 
commitment as given t-values (t=3.741 and t=3.025) highlighted in Table-
4.5B are found to be statistically significant beyond 0.01 level of 
confidence, therefore null hypotheses Ho5 & Ho7 as given on page 
number 79-80 are rendered rejected. 
Feminine attributes are often associated with life giving and nurturing 
qualities of elegance, motherhood, birth, intuition and affection. Therefore, 
keeping above qualities in mind, it brings no surprise to human brain that 
female police personnel give more importance to social awareness 
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(understanding the emotions of others) and total psychological well being 
(state of being happy and prosperous), as they are less interested in 
attaining autonomy and personal growth because they feel autonomy at 
house hold affairs, as well as in police department they get time bound 
promotion, hence, they feel secure about their personal growth. Therefore, 
social awareness and total psychological well being are the significant 
predictors of affective commitment among female police personnel. It 
means that the female police personnel are in peace with themselves, and 
are secured about their welfare. 
Table- 4.6, showing model summary of stepwise multiple regression 
analysis for female police personnel on Continuance Commitment 
(N=100). 
Model 
1 
2 
1 
1 
1 
R i R Square 
.389^1 .151 
.491 "^ ! .241 
Model Summary 
i 1 
i Adjusted j Std. Error of 
; R Square i the Estimate 
! .142 1" 5.64 
' .226 5.36 
: 1 
Change 
" • - • 1 
R Square 
Change 
.151 
.090 
Statistics 
F Change 
17.443 
11.520 
a. Predictors: (Constant), Personal relations 
b. Predictors: (Constant), Personal relations. Self acceptance 
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Table- 4.6A, showing ANOVA of multiple regression for female police 
personnel on Continuance Commitment (N=100). 
ANOVA** 
Model 
1 Regression 
Residual 
Total 
2 Regression 
Residual 
Total 
Sum of 
Squares 
554.679 
3116.321 
3671.000 
885.496 
2785.504 
3671.000 
df 
1 
98 
99 
2 
97 
99 
Mean Square 
554.679 
31.799 
442.748 
28.717 
F 
17.443 
15.418 
Sig. 
.000^ 
.000'^  
a. Predictors: (Constant), Personal relations 
b. Predictors: (Constant), Personal relations, Self acceptance 
d- Dependent Variable: Continuance 
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Table- 4.6B, showing the coefficient of regression for female police 
personnel on Continuance Commitment (N=100). 
Coe f f i c i en t 
Model 
1 
2 
(Constant) 
Personal relations 
(Constant) 
Personal relations 
Self acceptance 
Unstandardized 
Coefficients 
B 
19.397 
.234 
14.576 
.196 
.199 
Std. Error 
1.701 
.056 
2.152 
.054 
.059 
Standardi 
zed 
Coefficien 
ts 
Beta 
.389 
.327 
.307 
t 
11.402 
4.177 
6.774 
3.616 
3.394 
Sig. 
.000 
.000 
.000 
.000 
.001 
a. Dependent Variable: Continuance 
Table-4.6 gives the model summary of values related to the predictor 
variables are female police personnel's "continuance commitment": a 
determinant of work commitment. While as Table-4.6A explains that f-
values (F=17.443 and F=15.418) being highly significant reveal significant 
influence of predictors. The table-4.6B gives a clear picture that two 
dimensions of psychological well being viz, personal relations and self 
acceptance have emerged in predicting continuance commitment of female 
police personnel as t-values (t=3.616 and t=^3.394 respectively) are 
significant. Therefore null hypotheses Ho 11 and Ho 13 as given on page 
number 80 are rendered rejected. 
It is evident from above tables that emotional intelligence as a whole along 
with its various dimensions failed to put significant impact on continuance 
commitment of female police personnel. It may be attributed to the small 
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sample size of female police personnel. Further, the two dimensions of 
psychological well being were found to influence continuance commitment 
of female police personnel. Regarding them, we can say that as we are well 
aware that personal relations or positive relations refer to the warm 
relationship one enjoys with one's colleagues, therefore, it can be said 
without doubt that if a person enjoys warm relationship with his 
colleagues, he will attach more cost to his leaving the organisation. So far 
as self acceptance is concerned, it being the ability to accept oneself, one's 
failures, one's past and ones present willfully. The female police personnel 
perceive that they are more secure in the police organisation, hence they 
accept themselves as such. So, it is evident that female police personnel 
who accept their present willfully will attach more importance or cost with 
their leaving the organisation. Higher self acceptance among female police 
personnel can be attributed to their inbuilt characteristics of tolerance and 
patience. 
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Table- 4.7, showing model summary of stepwise multiple regression 
analysis for female police personnel on Normative Commitment 
(N=100). 
Model Summary 
Model 
1 
2 
3 
4 
1 1 
A d j u s t e d Std. Error of 
R R Square R Square the Estimate 
.334^ 
.416^ 
.455'^ 
.492^ 
.112 
.173 
.207 
.242 
.103: 5.78 
.156 5.61 
.182 5.52 
.2101 5.42 
Chang 
R Square 
Change 
.112 
.061 
.034 
.035 
e Statistics 
F Change 
12.315 
7.208 
4.138 
4.384 
a. Predictors: (Constant), Self acceptance 
b. Predictors: (Constant), Self acceptance. Environmental mastery 
c. Predictors: (Constant), Self acceptance, Environmental mastery. Personal 
relations 
d. Predictors: (Constant), Self acceptance. Environmental mastery, Personal 
relations. Purpose of life 
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Table- 4.7A, showing ANOVA of multiple regression for female police 
personnel on Normative Commitment (N=100). 
ANOVA^ 
Model 
1 
2 
3 
4 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of \ 
Squares 
411.870i 
3277.690 
3689.560 
638.592 
3050.968 
3689.560 
764.666| 
2924.894 
3689.560' 
893.693! 
2795.867 
3689.56q 
df 
1 
98 
99 
2 
97 
99 
3 
96 
99 
4 
95 
99 
Mean Square 
411.870* 
33.446 
319.296 
31.453 
254.889 
30.468 
223.423 
29.430 
Sig. 
12.3151 
10.151 
.oof 
^OOCJ'' 
8.366 .OOCf 
7.592 .OOtf 
a. Predictors: (Constant), Self acceptance 
b. Predictors: (Constant), Self acceptance, Environmental mastery 
c. Predictors: (Constant), Self acceptance, Environmental mastery. Personal 
d. Predictors: (Constant), Self acceptance. Environmental mastery, Personal 
relations. Purpose of life 
e. Dependent Variable: Normative 
109 
Table- 4.7B, showing the coefficient of regression for female police 
personnel on Normative Commitment (N=100). 
Coefficients^ 
Model 
1 
2 
3 
4 
(Constant) 
Self acceptance 
(Constant) 
Self acceptance 
Environmental mastery 
(Constant) 
Self acceptance 
Environmental mastery 
Personal relations 
(Constant) 
Self acceptance 
Environmental mastery 
Personal relations 
Purpose of life 
Unstandardized 
Coefficients 
B 
20.183 
.218 
15.948 
.199 
.155 
14.038 
.176 
.130 
.116 
15.381 
.240 
.131 
.161 
-.148 
Std. Error 
1.923 
.062 
2.443 
.061 
.058 
2.581 
.061 
.058 
.057 
2.617 
.067 
.057 
.060 
.071 
Standardi 
zed 
Coefficien 
ts 
Beta 
.334 
.305 
.250 
.270 
.210 
.193 
.369 
.211 
.266 
-.230 
t 
10.493 
3.509 
6.528 
3.277 
2.685 
5.439 
2.904 
2.243 
2.034 
5.878 
3.585 
2.293 
2.674 
-2.094 
Sig. 
.000 
.001 
.000 
.001 
.009 
.000 
.005 
.027 
.045 
.000 
.001 
.024 
.009 
.039 
a- Dependent Variable: Normative 
Table-4.7 is related to the "normative commitment": a determinant of work 
commitment. It gives the model summary of values on the other hand 
table-4.7A gives the F-values (f=12.315, F=l 0.151, F=8.366 and F=7.592) 
which are significant. It implies that four dimensions of Psychological well 
being viz, self acceptance, environmental mastery, personal relations and 
purpose of life act as the significant predictors of normative commitment at 
0.01 significance level of female police personnel. As supported by the t-
values (t=3.585, t=2.293, t=2.674 and t=2.094 respectively) in table-4.7B. 
This confirms the rejection of null hypotheses Ho9, Hoi 1, Hol2 and Hol3 
given on page number 80. 
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The above findings make it clear that four dimensions of psychological 
well being are significant predictors of normative commitment among 
female police personnel. Regarding emotional intelligence and its facets, it 
is clear that they fail to enter the equation. As far as social acceptance as a 
predictor of normative commitment of female police personnel is 
concerned, it is obvious that female police personnel, who have self 
acceptance, internalize the values and goals of the police organisation 
readily. Regarding environmental mastery, it can be said that it is the 
ability to choose or create environments suitable to oneself. So, it is a 
matter of fact that female police personnel high in environmental mastery 
readily choose or create a favourable environment for themselves in the 
police organisation and hence have high normative commitment. Besides 
female police personnel who maintain positive relations with others and 
have a definite purpose in life tend to internalize the goals of the 
organisation. They tend to bring in the unison their personal goals and the 
goals of their organisation. This ultimately results in increased normative 
commitment. 
I l l 
Table- 4.8, showing model summary of stepwise multiple regression 
analysis for female police personnel on Total Work Commitment 
(N=100). 
Model Summary 
Model 
1 
2 
3 
4 
R 
.468^ 
.531" 
.eis"^  
R Square 
.219 
.282 
.326 
.382 
Adjusted 
R Square 
.211 
.267 
.305 
.356 
Std. Error of 
the Estimate 
12.00 
11.57 
11.27 
10.84 
Change Statistics 
R Square 
Change 
.219 
.063 
.044 
.056 
F Change 
27.499 
8.507 
6.214 
8.683 
a- Predictors: (Constant), PWB Total 
b- Predictors: (Constant), PWB Total, Motivation 
c- Predictors: (Constant), PWB Total, Motivation, Personal growth 
d- Predictors: (Constant), PWB Total, Motivation, Personal growrth. Purpose of life 
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Table- 4.8A, showing ANOVA of Multiple Regression for Female 
police personnel on Total Work Commitment 
(N=100). 
ANOVA ® 
Model 
1 
2 
3 
4 
'"~ 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
3960.763" 
14115.347 
18076.110 
5098.899 
12977.211 
18076.110 
5887.841 
12188.269 
18076.110 
6908.567 
11167.543 
18076.110 
df 
1 
98 
99 
2 
97 
99 
3 
96 
99 
4 
95 
99 
; 
Mean Square 
3960.763 
144.034 
2549.450 
133.786 
1962.614 
126.961 
1727.142 : 
117.553 
F 
27.49S 
19.05e 
15.458 
14.692 
Sig. 
.000^ 
.ooo'^i 
.000^ 
.Good 
1 
a. Predictors: (Constant), PWB Total 
b. Predictors: (Constant), PWB Total, Motivation 
C. Predictors: (Constant), P W B Total, Motivation, Personal growth 
d. Predictors: (Constant), P W B Total, Motivation, Personal grov\rth, Purpose Of life 
e. Dependent Variable: Work Commitment Total 
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Table- 4.8B, showing the coefficient of Regression for female police 
personnel on Total Work Commitment (N=100). 
Coefficients ^ 
Model 
1 
2 
3 
4 
(Constant) 
PWB Total 
(Constant) 
PWB Total 
Motivation 
(Constant) 
PWB Total 
Motivation 
Personal growth 
(Constant) 
PWB Total 
Motivation 
Personal growth 
Purpose of life 
Unstandardized 
Coefficients 
B 
44.806 
.190 
62.795 
.174 
-.357 
61.816 
.226 
-.328 
-.298 
59.026 
.338 
-.320 
-.381 
-.490 
Std. Error 
6.568 
.036 
8.838 
.035 
.122 
8.618 
.040 
.120 
.119 
8.347 
.054 
.115 
.118 
.166 
Standardi 
zed 
Coefficien 
ts 
Beta 
.468 
.429 
-.254 
.557 
-.233 
-.244 
.833 
-.227 
-.312 
-.343 
t 
6.822 
5.244 
7.105 
4.923 
-2.917 
7.173 
5.614 
-2.739 
-2.493 
7.072 
6.225 
-2.771 
-3.217 
-2.947 
Sig. 
.000 
.000 
.000 
.000 
.004 
.000 
.000 
.007 
.014 
.000 
.000 
.007 
.002 
.004 
a- Dependent Variable: Work Commitment Total 
Table-4.8 gives the model summary of value related to the predictor 
variables on female police personnel's total work commitment. While as 
Table-4.8A explains that F-values (F=27.499, F=l9.056, F=l5.458 and 
F= 14.692 respectively) being highly significant reveal significant influence 
of predictors. The Table-4.8B gives a clear picture that one dimension of 
emotional intelligence biz, motivation and two dimensions of 
psychological well being viz, personal growth and purpose of life plus total 
psychological wellbeing have emerged in predicting total work 
commitment of female police personnel as t-values (t=2.771, t=3.217, 
t=2.947 and t=6.225 respectively) are significant. Hence, related null 
hypotheses Ho4, Ho7, Ho 10 and Ho 12 given on page numbers 79 and 80 
get rejected. 
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It is a fact that without high motivation, the commitment of the employees 
cannot be increased. In present findings, the motivation level of female 
police personnel is high which influenced work commitment. As already 
pointed out, work commitment is the extent to which an employee is 
attached to an organisation, internalizes the values of the organisations and 
is willing to stay with the organisation. Therefore it is well understood that 
female police personnel who are highly motivated in their life have a 
desire for personal growth, show high work commitment. On the other 
hand psychological well being is the degree to which one is happy with his 
life and his environment. Thus it is obvious that female police personnel 
who are happy and contend with themselves will show positive effect 
towards the police organisation, will internalize the values of police 
organisation and will desire to remain with the organisation for long. The 
police organisation does not only provide security to their employees but to 
their family as well. Therefore they tend to have high work commitment. 
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Comparison of male and female sample groups 
Table- 4.9, showing the comparison between the predictor variables 
for the facets of work commitment and work commitment as whole of 
male and female police personnel. 
S.N 
1. 
2. 
3. 
4. 
Dependent Variables 
Affective Commitment- a facet of 
work commitment 
Continuance Commitment- a facet 
of work commitment 
Normative Commitment- a facet of 
work commitment 
Total Work Commitment 
Predictors for male 
police personnel 
• Social skills 
• Autonomy 
• Personal 
growth 
• Motivation 
• Personal 
relations 
• Social 
awareness 
• Social skills 
• Personal 
growth 
• Self 
acceptance 
• Social skills 
• Motivation 
• Personal 
relations 
• Total 
emotional 
intelligence 
Predictors for female 
police personnel 
• Social awareness 
• Total psychological 
well being 
• Personal relations 
• Self acceptance 
• Self acceptance 
• Environmental 
mastery 
• Personal relations 
• Purpose of life 
• Total psychologica 
well being 
• Motivation 
• Personal growth 
• Purpose of life 
The above table reveals the predictor variables for work commitment and 
its facets on male and female police personnel. After going through the 
table it becomes evident that different predictors come to the equation 
while determining the work commitment of male and female police 
personnel bearing few exceptions viz, personal relations as a determinant 
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of continuance commitment of both male and female police personnel's 
self acceptance as a determinant of normative commitment of both male 
and female police personnel and motivation as a determinant of total work 
commitment of both male and female police personnel. So it becomes clear 
that the work commitment of male and female police personnel is 
determined by different factors. The descriptions have always been made 
previously for male and female police personnel. What determines the 
work commitment of male police personnel doesn't even came to the 
equation as far as female police personnel are concerned. So the need of 
the hour is to understand and respect the needs, desires and aspirations of 
both separately while simultaneously keeping gender bias at bay. 
Further, while discussing the similarities between the two groups, we can 
say that motivation, one of the dimensions of the emotional intelligence, 
was found to influence work commitment of both male and female police 
personnel. Motivation is an important psychological aspect for employees 
across all organisations especially for the police organisation, which 
motivate employees to understand their own emotions as well as the 
emotions of others. That leads to commitment towards organisation for 
both male and female police personnel. When both samples were 
compared on the dimensions of psychological well being in relation to 
work commitment, then it was found that personal relations and self 
acceptance emerged as predictors of work commitment. In fact, it is very 
much true that without these two dimensions, the commitment cannot be 
achieved. Since, in police organisation, one man cannot achieve his target 
without cooperation with others. It seems that the personal relations are 
very much congenial and self acceptance is more among both male and 
female police personnel and that is why they are committed towards their 
work. 
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Sample group of married police personnel 
In this section, the results of the sample group of married police personnel 
will be analyzed. The description and discussion of the related findings are 
given below: 
Table- 4.10, showing model summary of stepwise multiple regression 
analysis for married police personnel on Affective Commitment 
(N=196). 
1 
Model ! 
1 i 
2 1 
R ; R Square 
.470^ .221 
Model Summary 
Adjusted Std. Error of 
R Square i the Estimate 
.133 4.79 
.213 I 4.57 
Change Statistics 
R Square 
Change 
.138 
.083 
F Change 
31.009 
20.531 
a. Predictors: (Constant), Autonomy 
b. Predictors: (Constant), Autonomy, Social Skills 
Table- 4.1 OA, showing ANOVA of Multiple Regression for married 
police personnel on Affective Commitment (N=196). 
ANOVA <= 
Sum of j ' 
Model Squares | df 
1 Regression 711.827 ' 1 , 
Residual 4453.331 , 194 
Total 5165.158 1 195 
2 Regression 1140.010 2 
Residual 4025.148 193 
Total 5165.158 ,; 195 , 
a. Predictors: (Constant), Autonomy 
b. Predictors: (Constant), Autonomy, Social Skills 
c. Dependent Variable: Affective 
-- - r -
Mean Square 
711.827 ] 
22.955 -
1 
1 
570.005 : 
20.856 
, 
F 
31.009 
27.331 
Sig. 
.000 3 
.000 " 
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Table- 4.10B, showing the coefficient of Regression for married police 
personnel on Affective Commitment (N=196). 
Model 
1 
2 
i 1 
i 
j 
L-.-
! 
i 
(Constantj : 
Autonomy 
(Constant) 
Autonomy 
Social Skills ' 
Coefficients? 
j 
Unstandardized \ 
Coefficients 
B 1 Std. Error 
1'6.673 1.517 
.279 i .050 
24.346 2.227 
.266 .048 
-.175 ' .039 
Standardij 
zed 
Coefficienj 
ts : 
Beta 
.371 
.354 
-.288 
t 
10.990 
5.569 
10.933 
5.559 
-4.531 
Sig. 
.000 
.000 
.000 
.000 
.000 
a. Dependent Variable: Affective 
Tables from Table-4.10 to Table-4.13 highlight the predictors of the 
various dimensions of the work commitment as well as work commitment 
as a whole. In this regard, Table-4.10 provides the model summary of 
values related to predictor variables on married police personnel's 
"Affective Commitment". Further Table-4.10A indicates the influence of 
predictor variables as obtained F-values (F=31.009 & F=27.331) are found 
highly significant. The reliability of F-values was found confirmed when 
one dimension of emotional intelligence viz social skills and one 
dimension of psychological well being viz autonomy were found to 
influence married police personnel's "affective commitment" as given t-
values (t=4.531 and t=5.559 respectively) highlighted in Table-4.10B t-
values were found to be statistically highly significant beyond 0.01 level of 
confidence, therefore null hypotheses Ho6 & Ho8 given on page numbers 
79 and 80 are rendered rejected. 
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It is a universal fact that a married person is bound within so many 
boundaries. He has responsibilities to look after his spouse and children. 
Prior to marriage, an individual (male/female) enjoys his/her freedom and 
liberty. After being married, a man becomes responsible in his personal life 
as well as to his household. It is as true about police personnel as it is to 
other human beings. This is evident from the obtained data as male police 
personnel are having greater number of dependents than unmarried police 
personnel. Further, the biography of the sample reveals that les percentage 
(38%) of married police personnel live in joint families as against higher 
percentage (90%) of unmarried police personnel. This makes it easier to 
infer that married police personnel are required to be more responsible 
towards their family. The predictors for the affective commitment of 
married police personnel are social skills and autonomy. Our result is in 
agreement with the study carried out by Meyer & Allen (1991), where they 
labelled the task autonomy, skill variety and task identity as the 
antecedents for affective commitment. Autonomy refers to independence, 
internal locus of control and internal regulation of behaviour. Married 
police personnel, who often had to make adjustments and compromises 
with their spouse, try more for autonomy at work place. Hence it 
determines their external attachment with the organisation i.e. affective 
commitment. Social skills on the other hand are the sum total of abilities to 
deal with others in the social setting. Therefore, married police personnel 
who are able to mould the behaviour of their colleagues tend to get 
emotionally involved with them which ultimately lead to affective 
commitment. 
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Table- 4.11, showing model summary of stepwise multiple regression 
analysis for married police personnel on Continuance Commitment 
(N=196). 
Model Summary 
Model 
1 
2 
3 
4 
R 
.400 3 
.454" 
.484 <: 
.SIT^* 
i 
R Square j 
Tieo i 
.206 
,234 i 
.267 ; 
1 
Adjusted 
R Square 
.156 
.198 
.222 
.252 
Std. Error of 
the Estimate 
5.10 
4.97 
4.90 
4.80 
Change Statistics 
R Square 
Change 
.160 
.046 
.028 
.033 
F Change 
36.909 
11.252 
6.935 
8.706 
a. Predictors: (Constant), Personal relations 
b. Predictors: (Constant), Personal relations. Social Skills 
c. Predictors: (Constant), Personal relations, Social Skills, Self Awareness 
d. Predictors: (Constant), Personal relations. Social Skills, Self Awareness 
Motivation 
121 
Table- 4.11 A, showing ANOVA of Multiple Regression for married 
police personnel on Continuance Commitment (N=196). 
AHOVA' 
Model 
1 
2 
3 
4 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum o f 
Squares 
960.374 
5047.830 
6008.204 
1238.461 
4769.743 
6008.204 
1404.737 
4603.467 
6008.204 
1605.428 
4402.776 
6003.204 
d f 
1 
194 
195 
2 
193 
195 
3 
192 
195 
4 
191 
195 
Mean Square 
960.374 
26.020 
619.230 
24.714 
468.246 
23.976 
401.357 
23.051 
F 
36.909 
25.056 
19.529 
17.412 
Sig. 
.000^ 
.00(^ 
.000= 
.OOO*' 
a. Predictors: (Constant), Personal relations 
b. Predictors: (Constant), Personal relations, Social Skills 
c. Predictors: (Constant), Personal relations, Social Skills, Self Awareness 
d. Predictors: (Constant), Personal relations. Social Skills, Self Awareness 
Motivation 
f. Dependent Variable: Continuance 
Table- 4.11B, showing the coefficient of Regression for married police 
personnel on Continuance Commitment (N=196). 
Coefficients * 
Itosei 
t 
2 
3 
4 
(Constant) 
Psreonafl rsSatkjns 
(Constant} 
Persoisa) re^ ttaijs 
Social Sicfiis 
{Cor^taTft} 
Psf5<m3t fr^tjans 
Soiaal SkSfs 
SeSAwassaess 
(Constant) 
PsrsORil f^btbns 
SSCB! Skife 
S^Awafssfiss 
Uotivstion 
Uiatatd^Hisfi 
Coeffioents 
B 
16.831 
.282 
10.877 
.273 
.141 
12.705 
.as 
.151 
-.&S3 
17.249 
.314 
.tS2 
-6:.S 
-.138 
Sta. EfTOT 
1.342 
.043 
2.287 
.042 
.042 
2.382 
.042 
.042 
.221 
2.7S2 
.042 
.042 
.215 
.047 
Stsndardi 
zed 
CosffK^n 
ts 
Bsia 
.400 
.417 
.216 
AiQ 
.232 
-.170 
.475 
.273 
-.lS2 
-.131 
t Sa-
12.533 
6.075 
4.709 
e.47S 
3.354 
5.378 
6.365 
3.633 
-2.633 
6.29t 
7.487 
4.324 
-3.016 
-2.35? 
t»3 
OOO 
oao 
oco 
(»1 
303 
oao 
{»9 
009 
wa 
om 
iX» 
053 
OSH 
Deper^ ent Vspsbis: ContiTOSROs 
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Table-4.11 gives the model summary of values related to the predictor 
values on married police persomiel's continuance commitment-a 
determinant of work commitment. While as Table-4.11 A explains that f-
values (f^36.909, F=25.056, F=19.529 and F=17.412) being highly 
significant revealed significant influence of predictors. The Table-4.11B 
gives a clear picture that the three facets of emotional intelligence viz, 
social skills, motivation and self awareness and one determinant of 
psychological well being viz personal relations have emerged in predicting 
continuance commitment of married police personnel as t-values (t=4.328, 
t=2.951, t=3.016 and t=7.467 respectively) are significant. Hence related 
null hypotheses Ho2, Ho4, Ho6 and Hoi 1 given on page number 79-80 get 
rejected. 
As it was discussed earlier that married police personnel are having greater 
responsibilities towards their family, which is supported by the fact that 
90.38% of married police personnel live in nuclear families. Consequently, 
they are more stressed out and are looking for the avenues to vent their 
emotions. Therefore, it is evident that married police personnel who are 
having good social skills and enjoy positive relation with others get respite 
from all the stressors by spending time with each other. So, when it comes 
to leaving the organisation, they are more at loss. Motivation refers to the 
force which compels us to reach a goal while as self awareness is the 
ability to be aware of what wants in life. It becomes ample clear that 
people who have well defined goals want to progress more and more in 
less time. This is possible only if they keep building on what they have 
achieved so far. Hence, they attach more importance or cost to their 
present organisations. 
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Table- 4.12, showing model summary of stepwise multiple regression 
analysis for married police personnel on Normative Commitment 
(N=196). 
Model Summary 
Model , R R Square 
1 .345a' .Ti9 
Adjusted 
R Square 
Std. Error of 
the Estimate 
5^38 
Change Statistics 
R Square 
Change 
'119 
F Change 
'26.173 
a. Predictors: (Constant), Social skills 
Table- 4.12A, showing ANOVA of Multiple Regression for married 
police personnel on Normative Commitment (N=196). 
ANOVA"* 
Model 
1 Regression 
Residual 
Total 
Sum of 
Squares 
757.626 
5615.721 
6373.347 
df 
1 
194 
195 
Mean Square 
757.626 
28.947 
F 
26.173 
Sig. 
.000^ 
a. Predictors: (Constant],Sociajskis 
^ Dependent Variable: Normative 
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Table- 4.12B, showing the coefficient of Regression for married police 
personnel on Normative Commitment (N=196). 
Coefficients' 
Model 
1 (Constant) 
Unstandardtzed 
Coefficients 
B 
21.898 
.604 
Std. Error 
1.144 
.118 
Standardi 
zed 
CoefRcien 
ts 
Beta 
.345 
t 
19.149 
5.116 
Sit}. 
.000 
.000 
a. Dependent Variable; Normative 
TabIe-4.12 is related to the normative commitment- a determinant of work 
commitment. It gives the model summary of the values. On the other hand 
table-4.12A gives the f-value (F=26,173) which are highly significant. It 
implies that only one dimension emotional intelligence viz, social skills act 
as the significant predictor of normative commitment at 0.01 level 
significance level of married police personnel as supported by the t-value 
(t=5.116) in Table-4.12B. This confirms the rejection of null hypotheses 
Ho6 given on page number 79. 
Joint family system acts as a precursor for the development and sustenance 
of one's norms and values. After marriage police personnel break apart and 
start living with their spouse and children (as supported by obtained data in 
Table-3.2). They are therefore left to imbibe the norms and values of their 
organisation. It then wholly and solely depends on their social skills as to 
how fast they will internalize the norms and values of the police 
organisation. So, it is obvious that married police personnel who have good 
social skills imbibe the norms of the police organisation readily and the 
result is high normative commitment. 
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Table- 4.13, showing model summary of stepwise multiple regression 
analysis for married police personnel on Total Work Commitment 
(N=196). 
i 
t 
Model : 
1 
2 
3 
4 
5 
"" 
R 
.368^ 
.423'' 
.458'= 
.491'' 
.514^ 
R Square 
.179 
.210 
.242 
.265 
Model Summary 
• . 1 
! 
Adjusted i Std. Error of 
R Square i the Estimate 
~131 ' 10.08 
.171 1 9.85 
.198 I 9.69 
.226 
.245 
9.51 
9.39 
Change 
R Square 
Change 
.135 
.044 
.031 
.032 
.023 
Statistics 
j F Change 
' ^30.364 
; 10.302 
1 7.475 
j 7.957 
5.979 
! 
a. Predictors: (Constant), PWB Total 
b. Predictors: (Constant), PWB Total, Purpose of life 
c. Predictors: (Constant), PWB Total, Purpose of life. Personal 
d. Predictors: (Constant), PWB Total, Purpose of life. Personal 
e. Predictors: (Constant), PWB Total, Purpose of life, Personal 
Motivation 
growth 
growth. Self Awareness 
growth. Self Awareness, 
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Table- 4.13A, showing ANOVA of Multiple Regression for married 
police personnel on Total Work Commitment (N=196). 
A N O V * 
Model 
1 
2 
3 
4 
5 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
3085.176 
19711.411 
22796.587 
4084.039 
18712.547 
22796.587 
4785.289 
18011.298 
22795.687 
5505.606 
17290.981 
22796.587 
6033.132 
16763.454 
22796.587 
df 
1 
194 
195 
2 
193 
196 
3 
192 
195 
4 
191 
195 
5 
190 
195 
Mean Square 
3085.176 
101.605 
2042.020 
96.956 
1695.096 
93.809 
1376.402 
90.529 
1206.626 
88.229 
F 
30.364 
21.061 
17.004 
15.204 
13.676 
Sig. 
.000^ 
.000'' 
.000= 
.000^ 
.000* 
a. Predictors: (Constant), PWB Total 
b. Predictors: (Constant), PWB Total, Purpose of life 
c. Predictors: (Constant), PWB Total, Purpose of life. Personal growth 
d. Predictors: (Constant), PWB Total, Purpose of life. Personal growth, Ss^ Awarraess 
e. Predictors: (Constant), PWB Total, Purpose of life. Personal growth, SeiAwa«^ss 
g. Dependent Variable: Work Commitment Total 
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Table- 4.13B, showing the coefficient of Regression for married police 
personnel on Total Work Commitment (N=196). 
Coefficients^ 
Model 
1 
2 
3 
4 
5 
(Constant) 
PWB Total 
(Constant) 
PWB Total 
Purpose of life 
(Constant) 
PWB Total 
Purpose of life 
Personal growtn 
(Constant) 
PWB Total 
Purpose of life 
Personal growth 
Se&AwaB«»ss 
(Constant) 
PWB Total 
Purpose of life 
Personal growtn 
S#Awafe«wss 
Motivation 
Unstandardized 
Coeffidents 
B 
46.888 
.160 
46.542 
.214 
-.327 
45.245 
.277 
-.389 
-.236 
32.181 
.274 
-.395 
-.273 
.448 
41.515 
.276 
-.432 
-.277 
.478 
-.217 
Std. Error 
5.520 
.029 
5.393 
.033 
.102 
5.326 
.040 
.103 
.086 
6.988 
.039 
.101 
.086 
.159 
7.884 
.039 
.101 
.085 
.157 
.089 
Standardi 
zed 
Coefficien 
ts 
Beta 
.368 
.493 
-.244 
.637 
-.290 
-.217 
.629 
-.295 
-.251 
.182 
.634 
-.322 
-.255 
.194 
-.155 
t 
8.494 
5.510 
8.629 
6.489 
-3.210 
8.495 
6.964 
-3.790 
-2.734 
4.606 
6.993 
-3.914 
-3.183 
2.821 
5.266 
7.136 
-4.288 
-3.276 
3.037 
-2.445 
Sig. 
.000 
.000 
.000 
.000 
.002 
.000 
.000 
.000 
.007 
.000 
.000 
.000 
.002 
.005 
.000 
.000 
.000 
.001 
.003 
.015 
a- Dependent Variable: Work Commitment Total 
Table-4.13 gives the model summaiy of values related to the predictor 
variables on Male police personnel's total work commitment. While as 
Table-4.13A explains that f-values (F=30.364, F=21.061, F=17.004, 
F= 15.204 & F=13.767) being highly significant reveal significant 
influence of predictors. The Table-4.13B gives a clear picture that two 
dimensions of emotional intelligence viz, motivation and self awareness 
two dimensions of psychological well being viz, purpose of life and 
personal growth plus total psychological well being have emerged in 
predicting the total work commitment of male police personnel as t-values 
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(t=2.445, t=3.037, t=4.288, t=3.276 & t=7.136 respectively) are significant. 
Hence, null hypotheses Ho2, Ho4, Ho7, Ho 10 and Ho 12 given on page 
number 79-80 gets rejected. 
With age and experience one gains wisdom and learns the ways to be 
happy. It is evident from the biographical information given in Table-1.2 
that married police personnel are having both higher average age and 
average experience than their unmarried counterparts. Further it has been 
already discussed that they are having larger number of things to take care 
of. So, they are without doubt more motivated towards their work as they 
are having definite purpose of life and a desire for personal growth. On the 
other hand, mamed police personnel possessing higher levels of self 
awareness (are aware of one's emotions, priorities, likes and dislikes) and 
psychological well being tend to be happy with what they have got and 
what they are doing at present. Therefore they accept themselves as they 
are and want to build over the gains they have made in past, which 
ultimately becomes the breeding ground for giving central place to the 
work one is associated to, thus leading to high work commitment. 
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Sample group of Unmarried police personnel 
In this section the results of the sample group of unmarried police 
personnel will be analyzed. The description and discussion of the related 
findings are given below: 
Table- 4.14, showing model summary of stepwise multiple regression 
analysis for unmarried police personnel on Affective Commitment 
(N=104). 
Model Summary 
U- Change Statistics 
Model 
2 
R ! R Square 
385"! 
.107 
.148 
Adjusted 
R Square 
^ 8 
.132 
Std. Error of : R Square 
the Estimate i Change 
3/18 
F Change 
3.12 
.107 
.041 
12.225 
4.915 
a. Predictors: (Constant), Motivation 
b. Predictors: (Constant), Motivation, Self Regulation 
Table- 4.14A, showing ANOVA of Multiple Regression for unmarried 
police personnel on Affective Commitment (N=104). 
ANOVA^ 
Model 
1 
2 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
123.303 
1028.812 
1152.115 
171.044 
981.071 
1152.115 
df 
1 
102 
103 
2 
101 
103 
Mean Square 
123.303 
10.086 
86.522 
9.714 
F 
12.225 
8.804 
Siq. 
.001^ 
.000*^  
a. Predictors: (Constant), MotvaioK 
b. Predictors: (Constant), f^a#v^Q« .SeffR^triaaon 
c. Dependent Variable: Affective 
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Table- 4.14B, showing the coefficient of Regression for unmarried 
police personnel on Affective Commitment (N=104). 
Coefficients 
Model 
1 
2 
(Constant) 
hMvmn 
(Constant) 
MoivaiGn 
SeifRegiMon 
Unstandardized 
Coefficients 
B 
19.256 
.360 
20.922 
.389 
-.562 
Std. En-or 
3.050 
.103 
3.086 
.102 
.253 
Standard! 
zed 
Coefficien 
ts 
Beta 
.327 
.353 
-.205 
t 
6.313 
3.496 
6.779 
3.812 
-2.217 
Siq. 
.000 
.001 
.000 
.000 
.029 
a- Dependent Variable: Affective 
Tables from Table-4.14 to Table-4.17 highlight the predictors of the 
various dimensions of work commitment as well as work commitment as a 
whole. In this regard, Table-4.14 provides the model summary of values 
related to predictor variables on unmarried police personnel's affective 
commitment- a dimension of work commitment. Further, Table-4.14A 
indicates the influence of predictor variables as obtained f-values 
(F=12.225 and F=8.804) are found highly significant. The reliability of F-
values was found confirmed when two predictor variables that is, two 
dimensions of emotional intelligence viz, motivation and self regulation 
were found to influence unmarried police personnel's affective 
commitment as given t-values (t=3.812 & t=2.217) highlighted in Table-
4.14B are found to be statistically highly significant at 0.01 level of 
confidence. Therefore null hypotheses Ho3 and Ho4 given on page number 
79 are rendered as rejected. 
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Unmarried police personnel are more ambitious and career oriented. They 
are highly motivated to reach higher positions in the police organisation 
within a short span of time. Being devoid of the family responsibilities as 
they have lesser number of dependents and live in joint families, they have 
ample time to concentrate on their career in police organisation. They 
spend more time with their colleagues. So a sense of competition always 
prevails around. So they work harder, and hence it has a say in their work 
commitment. In agreement with the above discussion, motivation has come 
out to be significant predictor of the affective commitment of unmarried 
police personnel. Regarding self regulation, it can be inferred that 
unmarried police personnel who are motivated regulate themselves 
willfully and direct their emotional attachment towards their organisation; 
for them their emotional attachment with police organisation acquires the 
central place of their life, because of less commitment to the family affairs. 
Table- 4.15, showing model summary of stepwise multiple regression 
analysis for unmarried police personnel on Continuance Commitment 
(N=104). 
Model 
i 
1 
2 
i 
R ' 
~278a; 
.401 "^ 1 
RSq uare 
TOTT ' 
.161 
Model Summary 
! 1 
i 1 
Adjusted j Std. Error of •• 
R Square the Estimate i 
.068 4.00 ; 
.145 3.83 
Change Statistics 
R Square , 
Change F Change 
.077 : 8.544 
.084 ' 10.092 
. . ! , _ _ _ „ 
a. Predictors: (Constant), Motivation 
b. Predictors: (Constant), Motivation, Environmental mastery 
132 
Table- 4.15A, showing ANOVA of Multiple Regression for unmarried 
police personnel on Continuance Commitment (N=104). 
ANOVA'^  
Model 
1 
2 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
136.387 
1628.228 
1764.615 
284.301 
1480.315 
1764.615 
df 
1 
102 
103 
2 
101 
103 
Mean Square 
136.387 
15.963 
142.150 
14.657 
F 
8.544 
9.699 
Sig. 
.0043 
.000" 
a- Predictors: (Constant), Motivation 
b- Predictors; (Constant), Motivation, Environmental mastery 
d. Dependent Variable: Continuance 
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Table- 4.15B, showing the coefficient of Regression for unmarried 
police personnel on Continuance Commitment (N=104). 
Coefficients 
Model 
1 
2 
(Constant) 
Motivation 
(Constant) 
Motivation 
Environmental mastery 
Unstandardizec! 
CoetRcients 
B 
33.392 
-.104 
31.836 
-.163 
.130 
Std. Error 
1.028 
.036 
1.100 
.039 
.041 
Standard! 
zed 
CoefTrcien 
ts 
Beta 
-.278 
-.438 
.331 
t 
32.498 
-2.923 
28.951 
-4.205 
3.177 
Sig. 
.000 
.004 
.000 
.000 
.002 
a Dependent Variable: Continuance 
Table-4.15 gives the model summary of values related to the predictor 
variables unmarried police personnel's continuance commitment-a 
determinant work commitment. While as table-4.15Aexplains that f-value 
(F=8.554 & F==9.699) being highly significant shows significant influence 
of predictors. The Table-4.15B gives a clear picture that one determinant 
of emotional intelligence viz, motivation and one dimension of 
psychological well being viz, environmental mastery has emerged in 
predicting continuance commitment of unmarried police personnel as t-
values (t=4.205 & t=3.177 respectively) are significant. Hence related null 
hypotheses Ho4 & Ho9 given on page number 80 gets rejected. 
In the previous discussion, we elaborated how motivation comes out to be 
the predictor of the affective commitment of unmarried police personnel. 
We can say that it also determines their continuance commitment in the 
same manner. Building on the previous discussion, we can infer that as 
police personnel spend more and more time with their colleagues in the 
police organisation, they develop a sound relationship between themselves. 
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This relationship becomes the most valued asset of these unmarried police 
personnel. Those police personnel who don't have high environmental 
mastery lack the ability to create conducive atmosphere around them in the 
police organisation, which inversely affects their continuance commitment. 
Therefore, it is evident that environmental mastery predicts the 
continuance commitment of unmarried police personnel towards their 
organisation. 
Table- 4.16, showing model summary of stepwise multiple regression 
analysis for unmarried police personnel on Normative Commitment 
(N=104). 
Model Summary 
Model 
1 
2 
R 
.278^ 
.401^ 
R Square 
.077 
.161 
Adjusted 
R Square 
.068 
.145 
Std. Error of 
the Estimate 
4.00 
3.83 
a. Predictors: (Constant), Motivation 
b. Predictors; (Constant), Motivation, Environmental mastery 
Change Statistics 
R Square 
Change 
.084 
F Change 
8 544" 
10.092 
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Table- 4.16A, showing ANOVA of Multiple Regression for unmarried 
police personnel on Normative Commitment (N=104). 
AHOVA 
Model 
1 Recession 
Residual 
Total 
2 Regession 
Residual 
Total 
Sum of 
Squares 
136.387 
1628.228 
1764.615 
284.301 
1480.315 
1764.615 
df 
1 
102 
103 
2 
101 
103 
M ean Sqjare 
136.387 
15.963 
142150 
14.657 
F 
8.544 
9.699 
Sig. 
.00^ 
.OOtf' 
a. Predictors: (Constant), Motivation 
b. Predictors: (Constant), Motivation, Environmental mastery 
c Dependent Variable: Normative 
Table- 4.16B, showing the coefficient of Regression for unmarried 
police personnel on Normative Commitment (N=104). 
Coefffdeffts 
M odel 
1 (Constant] 
Motivation 
2 fConstantl 
Motivation 
Environmental master 
Unstandardized 
Coefficients 
B 
33.392 
-.104 
31.836 
-.163 
f .130 
Std Error 
1.028 
.036 
1.10C 
.039 
.041 
Standard] 
zed 
Coefficien 
ts 
Beta 
-.278 
-.438 
.331 
t 
32.498 
-2923 
28.951 
-4205 
3.177 
SIg. 
.000 
.004 
.000 
.000 
.002 
a. Dependent Variable: Normative 
Table-4.16 is related to the "normative commitment", - a determinant of 
work commitment. It gives the model summary of the values. On the other 
hand table-4.16A gives the F-values (F=8.544 and F=9.699) which are 
highly significant. It implies that one dimension of emotional intelligence 
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viz; motivation and one dimension of psychological well being viz; 
environmental mastery act as the significant predictor of normative 
commitment at 0.01 level of significance of unmarried police personnel. 
As supported by t-values (t=4.205 and t=3.177 respectively) in table-
4.16B. This confirms the rejection of null hypotheses Ho4 «fe Ho9 given on 
page number 79-80. 
Based on the previous discussion regarding motivation and environmental 
mastery as the predictors of continuance commitment of unmarried police 
personnel, it can be said that motivation and environmental mastery effects 
the normative commitment of unmarried police personnel in the same way 
as it effects their continuance commitment. Being more involved in their 
work, they stay for long with their colleagues and automatically internalize 
the norms and values of the police organisation as normative commitment 
is based on the socialization process itself. 
Table- 4.17, showing model summary of stepwise multiple regression 
analysis for unmarried police personnel on Total Work Commitment 
(N=104). 
Model Summary 
Model 
1 
2 
R 
.225^ 
R Square 
.051 
.110 
Adjusted 
R Square 
.041 
.092 
Std. Error of 
the Estimate 
3.23 
3.14 
Change Statistics 
R Square 
Change 
.051 
.059 
F Change 
5.443 
6.681 
a- Predictors: (Constant), Self acceptance 
b. Predictors: (Constant), Self acceptance. Social Skills 
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Table- 4.17A, showing ANOVA of Multiple Regression for unmarried 
police personnel on Total Work Commitment (N=104). 
ANOVA'^  
Model 
1 
-L-
Sum of 
Squares 
Regression 56.807 
Residual ; 1064.539 
Total I 1121.346^ 
Regression 122.855 
Residual 998.491 
Total 1121.346^ ^ 
a. Predictors: (Constant), Self acceptance 
b. Predictors: (Constant), Self acceptance, Social Skills 
c. Dependent Variable: Total WC 
5.443 
6.214 
Sig^ \ 
.0223; 
.003' 
Table- 4.17B, showing the coefHcient of Regression for unmarried 
police personnel on Total Work Commitment (N=104). 
1 
2 
Model 
(Constant) 
Self acceptance 
(Constant) 
Self acceptance 
Social Skills 
Coefficients ^ 
. Standardizec 
Unstandardized Coefficients 
Coefficients 
1 ! 
B : Std. Error Beta 
1 
29^136 1 .776 
.007 ^ .030 
30.220 .864 
.111 i .033 
-7.57 ' .029 
.225 
.356 
-.276 
1 
i 
1 1 
1 : 
i ! 
: 1 
I t ; 
'• 37.559 ': 
2.333 ' 
[_.. 1 . . . 
i 34.995 ! 
[ 3.337 \ 
' -2.585 ' 
Sig. 
^ooo" 
.022 
.000 
.001 
.011 
a. Deoendent Variable: Total WC 
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Table-4.17 gives the model summary of values related to the predictor 
variables on unmarried police personnel's total work commitment. While 
as Table-4.17A explains that f-values (F=5.443 & F=6.214) being highly 
significant reveal significant influence of predictors. The table-4.17B gives 
a clear picture that one dimension of emotional intelligence viz social skills 
and one dimension of psychological well being viz self acceptance have 
emerged in predicting total work commitment of unmarried police 
persormel as t-values (t=2.585 and t=3.337 respectively) are significant. 
Hence related null hypotheses Ho6 and Ho 13 get rejected. 
Being more young and energetic, unmarried police personnel reflect zeal 
and vigor in whatever they do. It is well supported by the fact that their 
average age and experience is lower than their mairied counterparts. So 
they get more involved with the police organisation and their colleagues. 
Their commitment therefore is determined by the fact that how much good 
they are at social skills and the degree of self acceptance they possess. 
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Comparison of married and unmarried sample groups 
Table- 4.18, showing the comparison between the predictor variables for the facets 
of work commitment and work commitment as whole of married and unmarried 
police personnel. 
S.N 
1. 
2. 
3. 
4. 
Dependent Variables 
Affective Commitment- a facet of 
work commitment 
Continuance Commitment- a 
facet of work commitment 
Normative Commitment- a facet 
of work commitment 
Total Work Commitment 
Predictors for 
married police 
personnel 
• Autonomy 
• Social skills 
• Personal 
relations 
• Social skills 
• Motivation 
• Self 
awareness 
• Social skills 
• Total 
psychological 
well being 
• Purpose of life 
• Personal 
growth 
• Motivation 
• Self 
awareness 
Predictors for unmarried 
police personnel 
• Motivation 
• Self regulation 
• Motivation 
• Environmental 
mastery 
• Motivation 
• Environmental 
mastery 
• Self acceptance 
• Social skills 
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Table- 4.18 reveals the predictor variables for work commitment and its 
facets on married and unmarried police personnel. After going through the 
table it becomes evident that different predictors came to equation while 
determining the work commitment of married and unmarried police 
personnel. Therefore it can be inferred that needs, desires and expectations 
of the police personnel from the police organisation change after marriage. 
Both married and unmarried police personnel have different type of 
preferences except motivation which is obvious. The in-depth explanations 
have already been mentioned in previous writings. So, a differential 
approach is needed for maintaining optimum work commitment among 
police personnel before and after their marriage. 
Sample group of total police personnel 
In this section the results of the total sample of police personnel will be 
analyzed. The description and discussion of the related findings are given 
below: 
Table- 4.19, showing model summary of stepwise multiple regression 
analysis for Total Sample on Affective Commitment (N=300). 
Model Summary 
"T" 
Model 
.3903 
.446 >= 
R Square 
.152 
.198 
Adjusted 
R Square 
.149 
.193 
Std. Error of 
the Estimate 
4.77 
4.64 
Change Statistics 
R Square | 
Change | F Change 
.152 
.047 
53.379 
17.259 
a. Predictors: (Constant), Social Skills 
b. Predictors: (Constant), Social Skills, Autonomy 
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Table- 4.19A, showing ANOVA of Multiple Regression for Total 
Sample on Affective Commitment (N=300). 
AMOVA^  
Model 
1 Regression 
Residual 
Total 
2 Regression 
Residual 
Total 
Sum of 
Squares 
1213.857 
6776.580 
7990.437 
1586.027 
6404.410 
7990.437 
df 
1 
298 
299 
2 
297 
299 
Mean Square 
1213.857 
22.740 
793.013 
21.564 
F 
53.379 
36.775 
Sig. 
.000^ 
.000'' 
a. Predictors: (Constant), Social Skills 
b. Predictors: (Constant), Social Skills, AUTONOMY 
t Dependent Variable: Affective 
Table- 4.19B, showing the coefficient of Regression for Total Sample 
on Affective Commitment (N=300). 
Coefficients^ 
Model 
1 
2 
(Constant) 
Social Skills 
(Constant) 
Social Skills 
AUTONOMY 
Unstandardized 
Coefficients 
B 
32.725 
-.167 
29.864 
-.202 
.152 
Std. Error 
.879 
.023 
1.099 
,024 
.037 
Standard! 
zed 
Coefflclen 
ts 
Beta 
-.390 
-.472 
.231 
t 
37.217 
-7.306 
27.180 
-8.491 
4.154 
Sig. 
.000 
.000 
.000 
.000 
.000 
3- Dependent Variable: Affective 
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Tables from 4.19 to 4.22 highlight the predictors of the various dimensions 
of work commitment as well as work commitment as whole. In this regard 
Table- 4.19 provides the model summary of values related to predictors 
variables on police personnel's affective commitment - a dimension of 
work commitment. Further, Table- 4.19A indicates the influence of 
predictive variables as obtained F-values (F= 53.379 and F= 36.775) are 
found highly significant. The reliability of the F- values was found 
confirmed when one dimension of emotional intelligence viz, social skills 
and one dimension of psychological well being viz, autonomy were found 
to influence police personnel's affective commitment as given t- values (t= 
8.491 and t= 4.154 respectively) highlighted in Table- 4.I9B are found to 
be statistically highly significant beyond 0.01 level of confidence. 
Therefore, null hypotheses Ho6 and Ho8 given on page number 79-80 are 
rendered rejected. 
As it is already clear that affective commitment is an employee's 
emotional attachment with his organization. Social skill, a dimension of 
emotional intelligence is the ability to deal effectively with other people at 
different social settings. Thus it is obvious that police personnel who 
possess good social skills interact often with their colleagues and hence 
become empathetic towards them and their work. It ultimately culminates 
in higher level of affective commitment. On the other hand autonomy 
refers to independence and individualization. Therefore, it is quite clear 
that police personnel who are left independent to make their decisions and 
feel responsible for their acts get more involved with their work, which 
leads to increase in affective commitment. Further the similar trend of 
results was found in Table-4.1. 
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Table- 4.20, showing model summary of stepwise multiple regression 
analysis for Total Sample on Continuance Commitment (N=300). 
1 
Model 
1 
2 
3 
4 
5 
i 
R 
.407^ ' 
.485" 
.510= 
.534 "^  
.553« 
' 
R Square 
.166 
.236 
.260 
.285 
.306 
Model Sumr 
Adjusted 
R Square 
.163^ 
.230 
.253 
.276 
.294 
nary 
Std. Error of 
the Estimate 
5.32 
5.10 
5.03 
4.95 
4.89 
Change 
R Square 
Change 
.166" 
.070 
.025 
.025 
.021 
Statistics 
F Change 
59r32l"" 
27.017 
9.875 
10.384 
8.849 
.. _l 
a. Predictors: (Constant), Motivation 
b. Predictors: (Constant), Motivation, Personal relations 
c. Predictors: (Constant), Motivation, Personal relations. Social Awareness 
d. Predictors: (Constant), Motivation, Personal relations, Social Awareness, 
Personal grov\rth 
e. Predictors; (Constant), Motivation, Personal relations. Social Awareness, 
Personal growth. Social Skills 
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Table- 4.20A, showing ANOVA of Multiple Regression for Total 
Sample on Continuance Commitment (N=300). 
ANOVA f 
Model 
1 
2 
3 
4 
5 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
1680.513 
8442.074 
10122.587 
2384.421 
7738.165 
10122.587 
2634.254 
7488.332 
10122.587 
2888.878 
7233.709 
10122.587 
3100.230 
7022.357 
10122.587 
df 
1 
298 
299 
2 
297 
299 
3 
296 
299 
4 
295 
299 
5 
294 
299 
Mean Square 
1680.513 
28.329 
1192.211 
26.054 
878.085 
25.298 
722.220 
24.521 
620.046 
23.886 
F 
59.321 
45.758 
34.709 
29.453 
25.959 
Sig. 
.000^ 
.000*^  
.000^ = 
.000^ 
.000^ 
a. Predictors: (Constant), Motivation 
b. Predictors: (Constant), Motivation, 
C- Predictors: (Constant), Motivation, 
d. Predictors: (Constant), Motivation, 
growth 
e. Predictors: (Constant), Motivation, Personal relations. Social Awareness, Personal 
growth. Social Skills 
f Dependent Variable: Continuance 
Personal relations 
Personal relations. Social Awareness 
Personal relations, Social Awareness, Personal 
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Table- 4.20B, showing the coefficient of Regression for Total Sample 
on Continuance Commitment (N=300). 
Coefficients' 
Model 
1 
2 
3 
4 
5 
(Constant) 
Motivation 
(Constant) 
Motivation 
Personal relations 
(Constant) 
Motivation 
Personal relations 
Social Awareness 
(Constant) 
Motivation 
Personal relations 
Social Awareness 
Personal growtti 
(Constant) 
Motivation 
Personal relations 
Social Awareness 
Personal growtti 
Social Skills 
Un standardized 
Coefficients 
B 
34.201 
-.197 
31.625 
-.256 
.174 
32.237 
-.171 
.191 
-.115 
33.000 
-.131 
.217 
-.117 
-9.17E-02 
32.466 
-.161 
.215 
-.167 
-.105 
.109 
Std. Error 
1.012 
.026 
1.090 
.027 
.033 
1.092 
.038 
.033 
.037 
1.100 
.039 
.034 
.036 
.028 
1.101 
.040 
.033 
.039 
.028 
.037 
Standard! 
zed 
Coefficien 
ts 
Beta 
-.407 
-.529 
.290 
-.354 
.319 
-.245 
-.271 
.363 
-.248 
-.191 
-.333 
.359 
-.355 
-.218 
.228 
t 
33.790 
-7.702 
29.016 
-9.468 
5.198 
29.534 
-4.535 
5.718 
-3.143 
29.989 
-3.335 
6.413 
-3.235 
-3.222 
29.494 
-4.023 
6.427 
-4,235 
-3.684 
2.975 
Sig. 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.002 
.000 
.001 
.000 
.001 
.001 
.000 
.000 
.000 
.000 
.000 
.003 
a- Dependent Variable: Continuance 
Table- 4.20 gives the model summary of values related to the predictor 
variables on police personnel's continuance commitment- a dimension of 
work commitment. While as Table- 4.20A explains that F- values 
(F=59.321, F= 45.758, F= 34.709, F= 29.453 and F= 25.959) being highly 
significant reveal significant influence of predictors. The Table- 4.20B 
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gives a clear picture that three dimensions of emotional intelligence viz, 
motivation, social awareness, and social skills plus two facets of 
psychological well being viz, personal relations and personal growth have 
emerged in predicting continuance commitment of police personnel as t-
values (t= 4.023, t= 4.235, t= 2.975, t= 6.427 and t= 3.684 respectively) are 
significant. Hence, related null hypotheses Ho4, Ho5, Ho6, HolO, and 
Hoi 1 given on page numbers 79 and 80 get rejected. 
As well understood that continuance commitment is the commitment 
towards ones work, based on the cost one attaches to his leaving his work 
place. Therefore, it can be inferred from the above facts that police 
personnel, who are having good social skills, are motivated towards 
achieving their goals in life, have a desire for personal growth, are socially 
aware and are able to maintain positive relations with their colleagues give 
more importance to their organization and its mode of functioning. 
Therefore, they seldom think of deserting their organization, which results 
in high continuance commitment. More explanation has already been given 
in Table-4.2. 
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Table- 4.21, showing model summary of stepwise multiple regression 
analysis for Total Sample on Normative Commitment (N=300). 
! 
1 1 
' Model i 
1 
| 2 1 
j 3 ' 
1 
! 
R 
•272a' 
.322" ! 
.353= 
R Square 
.104 
.124 
Model Sumr 
Adjusted 
R Square 
.071 
.098 
.116 
nary 
Std. Error of 
the Estimate 
5.07 
5.00 
4.95 
Change 
R Square 
Change 
.074 
.030 
.021 
Statistics 
F Change 
23.766 
9.939 
6.962 
a. Predictors: (Constant), Social Skills 
b. Predictors: (Constant), Social Skills, Personal relations 
c. Predictors: (Constant), Social Skills, Personal relations. Motivation 
Table- 4.21A, showing ANOVA of Multiple Regression for Total 
Sample on Normative Commitment (N=300). 
ANOVA<' 
Model 
1 
2 
3 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
610.918 
7660.162 
8271.030 
858.956 
7412.124 
8271.080 
1029.275 
7241 805 
8271 080 
df 
1 
298 
299 
2 
297 
299 
3 
296 
299 
Mean Square 
610.918 
25.705 
429.478 
24.957 
343.092 
24.466 
F 
23.766 
17.209 
14.023 
Sig. 
.000^ 
.000'' 
.000= 
a Predictors: (Constant), Social Skills 
b. Predictors: (Constant). Social Skills, Personal relations 
c Predictors: (Constant). Social Skills, Personal relations. Motivation 
d Dependent Variable: Normative 
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Table- 4.21B, showing the coefficient of Regression for Total Sample 
on Normative Commitment (N=300). 
Coefficients^ 
Model 
1 
2 
3 
(Constant) 
Social Skills 
(Constant) 
Social Skills 
Personal relations 
(Constant) 
Social Skills 
Personal relations 
Ma*vaion 
Unstandardlzed 
Coefficients 
B 
32.908 
-.118 
31.237 
-.148 
.101 
29.446 
-.159 
8.761 E-02 
.505 
Std. Error 
.935 
.024 
1.063 
.026 
.032 
1.252 
.026 
.032 
.191 
Standardi 
zed 
Coefficien 
ts 
Beta 
-.272 
-.342 
.187 
-.365 
.162 
.149 
t 
35.201 
-4.875 
29.391 
-5.767 
3.153 
23.516 
-6.159 
2.728 
2.638 
Sig. 
.000 
.000 
.000 
.000 
.002 
.000 
.000 
.007 
.009 
a Dependent Variable: Normative 
Table- 4.21 is related to the normative commitment- a determinant of work 
commitment. It gives the model summary of values on the other hand 
Table- 4.21 A gives the F- values (F=23.766, F= 17.209 and F= 14.023) 
which are highly significant. It implies that two dimensions of emotional 
intelligence viz, social skills and motivation plus one dimension of 
psychological well being vi, personal relations act as the significant 
predictor of normative commitment at 0.01 significance level as supported 
by the t- values (t= 6.159 and t= 2.638, t=2.728 respectively) in Table-
4.2IB. This confirms the rejection of null hypotheses Ho4, Ho6 and Hoi 1 
given on page numbers 79 and 80. 
The predictor variables which emerged for normative commitment, a 
criterion variable are social skills and motivation- dimensions of emotional 
intelligence) and personal relation- a dimension of psychological well 
being. Normative commitment, a dimension of work commitment is the 
internalization of the norms and values of one's organisation. Therefore, it 
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is well understood that police personnel who are highly motivated and 
have good social skills tend to develop positive and warm relationship with 
their colleagues. Therefore as normative commitment is purely the 
outcome of the socialization gets a push towards upper side and hence 
experiences an increase. 
Table- 4.22, showing model summary of stepwise multiple regression 
analysis for Total Sample on Total Work Commitment (N=300). 
Mode) 
1 
2 1 
3 ' 
4 
R 
.475 a; 
.549 " 
.562 " i 
.572 <^  1 
R Square 
.226 
.302 
.316 
.328 
Model Summary 
Adjusted 
R Square 
.223 
.297 
.309 
.319 
Std. Error of 
the Estimate 
10.11 
9.62 
9.53 
9.47 
Change! 
R Square 
Change 
.226 
.076 
.015 
.012 
statistics j 
F Change \ 
86.792 1 
32.344 1 
6.280 
5.047 1 
a. Predictors: (Constant), E.I Total 
b. Predictors: (Constant), E.I Total, Personal relations 
c. Predictors: (Constant), E.I Total, Personal relations, Autonomy 
d. Predictors: (Constant), E.I Total, Personal relations. Autonomy, Motivation 
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Table- 4.22A, showing ANOVA of Multiple Regression for Total 
Sample on Total Work Commitment (N=300). 
ANOVA • 
Mode] 
1 Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Square^ _ 
8872'2T5~ 
30462.621 
39334.837 
11863.829 
27471.007 
39334.837 
12434.586 
26900.251 
39334.837 
12887.031 
26447.805 
39334.837 
df 
1 
298 
299 
2 
297 
299 
3 
296 
299 
4 
295 
299 
Mean Square 
8872.215 
102.224 
5931.915 
92.495 
4144.862 
90.879 
3221.758 
89.654 
F 
86.792 
64.132 
45.608 
35.936 
Sig. 
.000 
.000 
.000 
.000 
a. Predictors; (Constant), E.I Total 
b. Predictors: (Constant), E.I Total, Personal relations 
c. Predictors: (Constant), E.I Total, Personal relations. Autonomy 
d. Predictors: (Constant), E.I Total, Personal relations. Autonomy, Motivation 
e. Dependent Variable: Work Commitment Total 
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Table- 4.22B, showing the coefficient of Regression for Total Sample 
on Total Worlc Commitment (N=300). 
• 
i 
Model 
r-1---
2 
3 
• 4 
i 
i 
1 
i 
(Constant) 
E.I Total 
(Constant) 
E.I Total 
Personal relations 
(Constant) 
E.I Total 
Personal relations 
Autonomy 
(Constant) 
E.I Total 
Personal relations 
Autonomy 
Motivation 
Coefficient^ 
Unstandardized 
Coefficients 
B 
101.681 
-.105 
97.543 
-.137 
Std. Error 
2.194 
.011 
2.210 
.012 
.367 .065 
94.984! 2.417 
-.145 
.311 
.205 
95.017 
-.100 
.319 
.188 
1 -.217 
.012 
.068 
.082 
2.401 
.023 
.067 
.082 
.097 
Standardi 
zed 
Coefficien 
ts 
Beta 
-.475 
-.619 
.311 
-.655 
.264 
.140 
-.452 
.270 
.128 
-.228 
t 
46.343 
-9.316 
44.132 
-11.314 
5.687 
39.293 
-11.676 
4.593 
2.506 
39.574 
-4.270 
4.735 
2.305 
i -2.246 
Sig. 
.000" 
.000 
.000! 
.000! 
.000 
.000; 
.000, 
.000 
.013 
.000 
.000 
.000 
.022 
.025 
a. Dependent Variable: Work Commitment Total 
Table- 4.22 gives the model summary of values related to the predictor 
variables and police personnel's total work commitment. While as 4.22A 
explains that f-values (F-86.792, F=64.132, F=45.608 and F=35.936) 
being highly significant reveal significant influence of predictors. The 
Table-4.22B gives a clear picture that two dimensions of psychological 
well being viz, personal relationship and autonomy and one dimension of 
emotional intelligence viz, motivation plus total emotional intelligence 
have emerged in predicting total work commitment of the police personnel 
as t-values (4.735, t=2.305, t=2.246 & t=4.270 respectively) are 
significant. Hence related null hypotheses Hoi, Ho4, Ho8 and Hoi 1 given 
on page numbers 79-80 get rejected. 
152 
As evident from above tables that emotional intelligence as a whole and its 
one dimension viz, motivation as well as two dimensions of psychological 
well being namely personal relations and autonomy were found to be 
significant predictors of work commitment of total sample of police 
personnel. Work commitment as we are well aware is the extent to which 
an employee feels compelled from within to continue with his 
organisation. Emotional intelligence is the ability to perceive emotions to 
assess and generate emotions so as to assist thought, to understand 
emotions and emotional knowledge, to respectively regulate emotions. 
Therefore it can be said with conviction that police personnel who are 
emotionally intelligent tend to develop positive, warm and healthy 
relationship with the colleagues as well as they are able to handle 
situations carefully. In simple words, those police personnel who are 
emotionally intelligent are more committed to their work. Furthermore, in 
police organisation, autonomy and personal relations play vital role in 
discharging ones duties effectively as sometimes the police personnel take 
decisions themselves because of immediate situational demands. Those 
police personnel who have ability to develop healthy personal relations and 
are given autonomy to encounter the detrimental situations will be more 
work committed. 
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Chapter V 
Conclusion 
and 
Suggestion 
Conclusion and Suggestions 
This study examined the influence of emotional intelligence and 
psychological well being on work commitment of police personnel. The 
conclusion drawn from the findings are given below in the same manner as 
results were described viz, dealing with the sample of male police 
personnel, female police personnel, married police personnel, unmarried 
police personnel and total sample of police personnel respectively. The chart 
and the pie-diagram showing the results at glance have been prepared to 
summarize the results in nutshell. 
Sample group of male police personnel: 
A cursory glance at table-5.1 makes it clear that only two facets of 
emotional intelligence viz, motivation and social skills and total emotional 
intelligence have emerged as the significant predictors of the various facets 
of work commitment and total work commitment. Further table-5.1 reveals 
that only four facets of psychological well being were found to have 
significant influence on facets of work commitment and work commitment 
as a whole. 
It can be inferred from the pattern of results that male police personnel 
possessing dominating personality traits give more importance to autonomy 
and personal growth in addition their work commitment is determined by 
their social skills, personal relations and their self acceptance. 
Sample group of female police personnel: 
A mere glance at table-5.1 gives a clear picture that only two facets of 
emotional intelligence viz, motivation, and social awareness plus five facets 
of psychological well being viz, environmental mastery, personal growth, 
personal relafions, purpose of life and self acceptance as well as total 
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psychological well being have emerged as the significant predictors of the 
various facets of work commitment and work commitment as a whole. 
In the light of the findings, emotional intelligence and its facets among 
female police personnel have not much to do with their work commitment 
as their frequency as the determinants is sparse. Only motivation and social 
awareness join the equation that too only once. As far as psychological well 
being is concerned it becomes clear that psychological well being of female 
police personnel acts as the dominant predictor. Work commitment of 
female police personnel depends on their personal relations, self acceptance, 
purpose of life and total psychological well being. It means that female 
police personnel who have positive relationship with their colleagues have 
high self acceptance and are contend with what they have got in their life 
are more likely to develop high work commitment. 
Sample group of married police personnel: 
Further it can be inferred from table-5.1 that only three facets of emotional 
intelligence viz, self awareness, motivation and social skills have emerged 
as the predictor variables for their work commitment. Further four facets of 
psychological well being viz, autonomy, personal growth, personal relation 
and purpose of life plus total psychological well being act as the 
determinants of their work commitment. 
So it can be understood that married police personnel who are high at 
self awareness, are well motivated and have specialized social skills tend to 
develop work commitment readily. Regarding their psychological well 
being they are more likely to develop optimum work commitment if they 
are provided greater autonomy, have positive relafions with other, have a 
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clear goal to achieve, see ample scope for personal growth and are happy 
about their possession in their life. 
Table-5.1, showing results at Glance 
Predictors 
Self 
Awareness 
Self 
Regulation 
Motivation 
Social 
Awareness 
Social Skills 
E.i Total 
Autonomy 
Environmental 
Mastery 
Personal 
Growth 
Personal 
Relations 
Purpose of 
Life 
Self 
Acceptance 
PWB 
Total 
*Signil 
Male 
AC 
* 
* 
* 
icani 
CC 
* 
* 
* 
* 
:a tO 
NC 
• 
* 
.01 le 
WC 
* 
* 
* 
vel 
AC 
* 
* 
Dependent variables across different sample groups 
Female 
CC 
* 
* 
NC 
« 
* 
* 
* 
WC 
* 
* 
* 
* 
Married 
AC 
* 
* 
CC 
* 
* 
* 
* 
NC 
* 
WC 
• 
* 
* 
* 
* 
Unmarried 
AC 
* 
* 
CC 
* 
« 
NC 
• 
* 
WC 
* 
* 
Total Sample 
AC 
* 
* 
CC 
« 
* 
* 
* 
* 
NC 
* 
* 
« 
WC 
* 
• 
* 
* 
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Figure-5.1, showing frequencies of predictor variables across all sample 
groups 
Social Awareness 
3% 
Self Awareness 
Total PWB ^^'' 
5% 
Purpose of Life 
5% 
Environmenlpl 
Mastei 
5% 
Self Acceptance 
7% 
Total El Self Regulation 
3% 2% 
Sample group of unmarried police personnel: 
It can be ascertained from table-5.1 that motivation a facet of emotional 
intelligence comes out be dominant predictor of the work commitment of 
unmarried police personnel, besides the other two facets which enter the 
equation are self regulation and social skills. Further only two facets of 
psychological well being viz, environmental mastery and self acceptance 
served as significant predictors of their work commitment. 
Now it can be said with conviction regarding the findings that unmarried 
police personnel who are motivated and have environmental mastery are 
more likely to shoe higher work commitment. 
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Total sample: 
In the light of findings highhghted in tabIe-5.1 we can say that three facets 
of emotional intelligence viz, motivation, social skill and social awareness 
(first two being more dominant) plus total emotional intelligence come out 
to be the dominant predictors of the work commitment and its facets among 
total police personnel and besides three facets of psychological well being 
viz, autonomy, personal relation and personal growth can be labelled to 
predict the work commitment and its facets among them. 
Therefore motivation, social skills and personal relations can be sighted as 
the most dominant predictors of work commitment and its facets of total 
sample. Hence, they can be sighted as the main tenants for developing work 
commitment in police organisation. Besides autonomy, personal growth, 
total emotional intelligence and social awareness will also facilitate its 
incorporation. 
Suggestions: 
It has been found out from results and reported by police personnel as well 
as observed during data collection that most of them were dissatisfied with 
their seniors and feelings like work load, extended duty hours, no time for 
family and social activities etc. Many of these factors can be minimized by 
suitable changes within the system as this would help promoting positive 
perception and preventing psychological disorders. 
Appropriate steps should be taken to remove barriers for easy flow of 
information and communication with higher authorities. In this regard the 
junior officers must be encouraged to express themselves openly because 
they know much better about ground reality. On the other hand the officers 
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should be sensitized to understand the psychological, social and economic 
problems of their subordinates. 
Police-public relations must be established through common 
gathering and exchange of ideas for combating crime. The young generation 
should be provided ample opportunity in such interaction because, it is easy 
to inculcate positive attitude and favourable perception towards police in 
them. The message must be transmitted that the police are the public and 
that the public are the police. 
One more thing which emerged in this study is that interpersonal 
relations between peer group and colleagues need to be improved for 
increasing work commitment. This can be improved by organizing various 
social gatherings of police personnel. They must be sensitized to each other. 
By interacting to each other the emotional problems could be minimized. 
The present police culture of defensiveness, suspicions, secrecy, 
cynicism, organizational deviance, corruption, rigid hierarchical structure, 
police brutalities and use of excessive discretionary power need to be 
replaced by a new police culture of democratic, transparent environment, 
high level of professional training and commitment and new professional 
values characterized by social justice, due recognition of human rights and 
community service with deep human service. In addition to above, 
interference by politicians should be discouraged at all cost in police 
functioning. A proper system of reward and punishment must be followed 
so as to encourage effectiveness and professionalism in police. Generally 
police personnel experience that this profession is unprofitable one, which 
decreases work commitment. Reward is a trusted method from the time 
immemorial and need to be overemphasized. 
159 
The following suggestions are put forth for the welfare of police 
personnel and effective functioning of police organization. 
(i) The population of country is increasing at bidding speed, but the 
number of police personnel is static even less than sanctioned 
position. Hence, there is urgent need to increase manpower position 
for decreasing workload and extra burden. The number of police 
personnel should be according to proportion of population. 
(ii) Traditional training methods must be modified. The training methods 
should incorporate techniques for improving emotional intelligence, 
psychological well being, handling stressful situations, and the same 
should be improved on regular basis. 
(iii) During data collection it has been observed that interpersonal 
relations between colleagues, superiors and subordinates were not 
congenial. That should be improved by creating better working 
conditions. 
(iv) Psychologists/counselors should be appointed for early detection of 
mental problems and for promoting psychological well being. 
(v) It is difficult to change the attitude of elder people regarding police 
personnel. But it is easy to educate younger generation about 
hardships faced by police, the circumstances under which police 
personnel have to operate and how a common citizen can help the 
police. Hence, the district officers must interact with students on 
regular basis. 
Besides, above mentioned suggestions I would like to include the 
suggestions gained from the police personnel during data collection. At the 
end of every questionnaire a space was left blank and police personnel were 
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asked to suggest as to how the functioning of the poHce organisation can be 
improved. The obtained suggestions are arranged in rank order (based on 
their frequency) and are presented in the Table- 5.2 on the next page. 
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Table-5.2, showing rank order of suggestions obtained from police 
personnel 
SUGGESTIONS FROM POLICE 
PERSONNEL 
A-Seniors should not abuse juniors. 
B-Police Personnel should be allowed 
to keep their families along with them. 
C-Posting should be made to home or 
the adjacent Districts only. 
D-Salary should be increased. 
E-Weifare schemes should be put in 
place for police personnel. 
F-Transfers should not be frequent and 
at the mercy of seniors. 
G-One rank and one pension scale 
should be applied. 
H-More recreational activities should 
be encouraged in the police camps. 
I-When promotion is due it should not 
be delayed. 
J-State of art equipment should be 
provided. 
K-Training programmes should be 
modernized and refresher courses be 
made frequent. 
L-Government should ensure the safety 
of family members of the police 
personnel. 
M-Equal status for Armed and Law/ and 
Order wing. 
FREQUENCY 
(W-llll 
W i l l 
m\ 
m\ 
m 
m 
m 
nil 
nil 
nil 
111 
11 
11 
RANK 
1 
II 
111 
111 
IV 
IV 
IV 
V 
V 
V 
VI 
VII 
VII 
162 
Frequency of Suggestions from Police Personnel 
10 
9 
I IMWtTT 
A B C D E F G H I J K L M 
Statements 
Figure- 5.2 
Having gone through the present research endeavour, it is 
experienced that researches especially in the areas of behavioural sciences 
are ongoing and continuous process as findings obtained today may entirely 
change tomorrow because of dynamic changes in human nature and their 
environment. In spite of this reality every research bears certain pit-falls 
which requires proper care in future but in all circumstances it is observed 
that men are bom to commit errors and consequently behavioural science 
researches are never valid or tenable forever. Therefore, few 
recommendations have been penned down to improve the future research in 
this area. 
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Recommendations for Future Research 
Based on the results of the current study, there are several recommendations 
that can be made for future research studies in this area. First, replicating 
and expanding this study to include police departments nationally and to 
expand the investigation to other law enforcement agencies. The expansion 
of this study could increase validity by allowing for a determination of the 
generalizability of the current study findings. 
Second, adding a qualitative component to this research may lead to more 
accurate and insightful relationships between emotional intelligence, 
psychological well being and work commitment. It may also provide an 
opportunity to track emotional intelligence, psychological well being and 
work commitment during periods of recruitment, advancement, and 
retirement along with determining issues of causality within the study. 
Third, future research should explore methods that ensure the confidentiality 
of participants while expanding on demographic variables and situational 
factors. In some instances the mere fact that personal information needed to 
be submitted with the surveys proved to be a contributing factor in some of 
the surveys not being submitted at all. Even though great caution was taken 
for confidentiality of the participants, there were fears that one's superiors 
may have access to personal information. 
These recommendations for future research provide potential benefits to the 
area of emotional intelligence, psychological well being and work 
commitment in police department which is significantly deficient in 
research studies. Understanding what types of emotional intelligence 
learning are most effective to increase EQ skills in law enforcement may be 
beneficial in targeting stress and enhancing psychological well being among 
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police personnel. This researcher speculates that further quantitative and 
qualitative research would provide benefits within the police organisation. 
The continued research may benefit policing by furthering our 
understanding of emotional intelligence, psychological well being and work 
commitment in police organisation. Police organization may be able to 
provide training programs in emotional intelligence and devise employee 
resources for increasing self-awareness on stressors that are encountered on 
the streets. 
More research studies should be conducted on the topics like; depression, 
anxiety and psychological morbidity. There is a constant need for research 
in the work setting variables, physical work condition and new technology, 
organizational structure and climate, suicides, accident and mortality, 
organizational effectiveness and personality characteristics, alcoholism and 
addiction which are more prevalent among police personnel and mental 
health as well as positive consequences of job stress of police personnel. It 
is suggested that for obtaining greater generality of the findings such studies 
must be conducted on a larger sample groups including top most police 
officers. Such research studies have also been conducted on women police 
personnel. 
Finally, increasing the body of knowledge in emotional intelligence, 
psychological well being, and work commitment surrounds the law 
enforcement profession can produce significant benefits for the personnel, 
officers and agencies participating. By researching these areas further we 
may improve the comprehension and understanding of factors which 
contribute to more efficient policing tactics, training and professionalism. 
Stress, anxiety and attrition within law enforcement have been influential in 
creating a loss of productivity and dysfunction of leadership ability. Thus, 
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enhancing psychological well being and increasing emotional intelligence to 
overcome various stressors may be beneficial for increasing work 
commitment among the police personnel and hence for securing the future 
of law enforcement organizations. 
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Appendices 
Appendix-I 
Dear Sir/Respondents, 
It is pleasure to meet you for the purpose of data collection in pursuit of 
research work. This work cannot be accomplished without your co-operation. 
The aim of the present endeavour is to study about the various aspects of the 
work you are performing and to improve the quality of your work life. So it is 
necessary to know your views and opinions related to job. The questions/ 
statements in the questionnaire are meant to know your PERSONAL VIEWS. 
To make the research endeavour successful, it is important for you to extend 
your whole hearted co-operation by giving frank and honest responses to each 
question/statement. I assure you that the infonnation given by you would be 
kept strictly confidential. Once again you are requested to extend your co-
operation for the accomplishment of the task. Your co-operation is solicited. 
Before going through the questionnaire, please see the following general 
instructions: 
1. Answer the questions serially, i.e. as they appear in the format. 
2. If some statements or questions appear to be similar, even then you 
answer each of them separately. 
3. It is expected that while answering, you do not consult anyone else. We 
want to know your opinions, views and feelings, not theirs. 
4. Please be as honest as possible and do not hesitate. Feel free to give your 
frank responses. Confidentiality of your responses is assured. 
Please, do not leave any question/statement unanswered 
Dr. Shah Alam Omar Habib Dar 
Reader, Dept. of Psychology Research Scholar 
AMU Aligarh Dept. of Psychology 
(Research Supervisor) AMU Aligarh 
Appendix-II 
Section A: EIS 
Instructions: Following are certain items. Read each item carefully and answer 
according to the best preference of yours. There is no right or wrong answer. Give 
your choice according to the following table. 
Describe me very well 
Describe me well 
Describe me moderately well 
Describe me a little 
Not at all describe me 
(5) 
(4) 
(3) 
(2) 
(1) 
I am able to identify my feelings. 
I have learned a lot about myself through my feelings and emotions. 
1 understand the reasons for my moods. 
I am clearly able to see how my feelings impact my performance. 
My values and goals are very clear in my mind. 
I am aware of my strengths and weaknesses. 
I frequently seek feedback on my behaviour/ performance. 
I have full confidence in my self and in my decisions. 
I take initiative to meet people in social situation. 
When I contribute to group discussions I believe my contributions are as 
valuable as those of other. 
If I am convinced that my position is right. I prefer to maintain my 
position even If it means becoming unpopular. 
I am clear what I want from life. 
I can achieve what I want through my determination. 
I don't easily give up even if I received set backs. 
When I have a problem that creates undue tension, I try to relax 
and gain a feeling of tranquility so that I can re-evaluate things. 
When I face a problem I focus on what I can do to solve it. 
I can adjust very quickly to new challenges, problem and information. 
I am sensitive to the development in the environment and capture the 
opportunity there. 
I am able to anticipate changes, and I plan in advance to encash the 
opportunities. 
I am able to handle multiple demands and rapid changes. 
I am quite flexible in my approach to life and problems. 
I can frequently anticipate solutions to my problems. 
When a certain approach to a problem does not work, 1 can quickly 
reorient my thinking. 
I seek out fresh ideas from a wide variety of sources. 
I constantly try to improve my performance. 
I set challenging goals for myself and strive to achieve them. 
«1**^ ' i*» 
I work hard for a "better" future reward rather than accept a lesser 
reward now. 
I constantly scan the environment to seize any new opportunity. 
I prefer to proact. 
I mobilize other though unusual, enterprising effort. 
1 take initiative to start dialogue for a new adventure. 
I prefer to be idea leader. 
I believe in performance rather than just following the rules 
I believe where there is a will there is a way. 
1 start any activity with the firm determination to complete it. 
Under pressure, I am confident I will find the way. 
People don't have to tell me what they feel, I can sense it. 
I can sense the pulse of others and state unspoken feelings. 
I listen to the feelings of people when I walk into a room. 
I anticipate people's need and try to satisfy them. 
I try to understand and meet the expectations of people. 
1 seek information about people's need and then provide 
sei-vice accordingly. 
1 take initiative in talking to people in order to serve them better. 
I am very comfortable in working with people of different backgrounds. 
I am able to identify who has real power in the group organisation 
I am able to relate well with people who matter in the organisational 
dynamics. 
I am able to influence the opinion of important people. 
> I am able to convince people. 
I present myself in such a way that people get impressed. 
I keep my knowledge base updated and influence people through that. 
1 am able to read the needs of the hour and influence people through my 
initiative. 
I am a good communicator. 
I am able to put across my messages effectively. 
I use a variety of medium of communication to get the desired response. 
1 am able to arouse enthusiasm in people. 
I emerge as a natural leader during unstructured situation. 
I recognize the need for change and work for removing the barriers. 
I create such an atmosphere where people enthusiastically interact and 
participate in the team work. 
I build team identity and promote commitment among team members. 
Please recheck that you have answered all the questions 
Appendix-Ill 
Section B: PWBS 
Instruction:- Please circle the number that best describes your present agreement or 
disagreement with each statement. 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
Statements. 
Sometimes I change the 
way I act or think to be 
more like those around me 
In general, I feel I am in 
charge of the situation in 
which I live 
I am not interested in 
activities that will expand 
my horizons. 
I feel good when I think of 
what I've done in the past 
and what I hope to do in 
the future. 
When I look at the story of 
my life, I am pleased with 
how things have turned out 
The demands of everyday 
life often get me down. 
In general, I feel that I 
continue to learn more 
about myself as time goes 
by 
I live life one day at a time 
and don't really think 
about the future. 
My decisions are not 
usually influenced by what 
everyone else is doing 
I do not fit very well with 
the people and the 
community around me. 
I am the kind of person 
who likes to give new 
things a try 
I tend to focus on the 
present, because the future 
nearly always brings me 
problems. 
I feel like many of the 
Strongly 
Disagree 
Disagree 
Somewhat 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
Disagree 
Slightly 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
•^  
J 
3 
Agree 
Slightly 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
Agree 
Somewhat 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
Strongly 
Agree 
6 
6 
6 
6 
6 
6 
6 
6 
6 
6 
6 
6 
6 
14 
15 
16. 
17. 
18. 
19. 
20. 
21 
22 
23 
24 
25. 
26. 
27. 
28 
people I know have gotten 
more out of life than 1 have 
I enjoy personal and 
mutual conversations with 
family members or friends 
I am quite good at 
managing the many 
responsibilities of my daily 
life. 
I have a sense of direction 
and purpose in life. 
I often feel over whelmed 
by my responsibilities 
1 think it is important to 
have new experiences that 
challenge how you think 
about yourself and the 
world. 
My daily activities often 
seem trivial and 
unimportant to me. 
1 tend to be influenced by 
people with strong opinion 
If I were unhappy with my 
living situation, 1 would 
take effective steps to 
change it. 
When 1 think about it, I 
haven't really improved 
much as a person over the 
years 
I feel like 1 get a lot out of 
my friendships. 
People rarely talk to me 
into doing things I don't 
want to do. 
I generally do a good job 
of taking care of my 
personal finances and 
affairs 
1 used to set goals for 
myself, but that now seems 
like a waste of time. 
In many ways, 1 feel 
disappointed about my 
achievement in life. 
It seems to me that most 
other people have more 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
6 
6 
6 
6 
6 
6 
6 
6 
6 
6 
6 
6 
6 
6 
6 
29. 
30 
31 
32 
33 
34. 
35. 
36. 
37. 
38 
39 
40. 
41 
42 
friends than I do. 
It is more important to me 
to "fit in" with others than 
to stand alone on my 
principles 
I find it stressfiil that I 
can't keep up with all of 
the things I have to do each 
day. 
With time, I have gained a 
lot of insight about life that 
has made me a stronger, 
more capable person 
For the most part, I am 
proud of who 1 am and the 
life I lead. 
I have confidence in my 
opinions, even if they are 
contrary to the general 
consensus. 
1 am good at juggling my 
time so that I can fit 
everything in that needs to 
be done. 
I have a sense that I have 
developed a lot as a person 
over time. 
1 envy many people for the 
lives they lead. 
I do not enjoy being in new 
situations that require me 
to change my old familiar 
ways of doing things. 
Some people wander 
aimlessly through life, but 1 
am not one of them. 
I often feel as if I' m on the 
outside looking in when it 
comes to friendships. 
1 often change my mind 
about decisions if my 
friends or family disagree. 
1 get frustrated when trying 
to plan my daily activities 
because 1 never accomplish 
the things 1 set out to do. 
For me, life has been a 
continuous process of 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
2 
2 
2 
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2 
2 
2 
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2 
2 
2 
2 
2 
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3 
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3 
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3 
3 
3 
3 
3 
4 
4 
4 
4 
4 
4 
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4 
4 
4 
4 
4 
4 
4 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
6 
6 
6 
6 
6 
6 
6 
6 
6 
6 
6 
6 
6 
6 
43 
44 
45 
46. 
47. 
48. 
49. 
50 
51 
52 
53 
54. 
learning, changing, and 
growth. 
I sometimes feel as if I've 
done all there is to do in 
life. 
Many days I wake up 
feeling discouraged about 
how I have lived my life. 
I know that I can trust my 
friends, and they know 
they can trust me. 
My aims in life have been 
more a source of 
satisfaction than frustration 
tome. 
The past had its ups and 
downs, but in general, I 
wouldn't want to change it. 
I find it difficult to really 
open up when 1 talk with 
others. 
I have difficulty arranging 
my life in a way that is 
satisfying to me. 
I gave up trying to make 
big improvements or 
changes in my life a long 
time ago. 
I find it satisfying to think 
about what 1 have 
accomplished in life. 
I judge myself by what I 
think is important, not by 
the values of what others 
think is important. 
There is truth to the saying 
that you can't teach old 
dog new tricks. 
In the final anlysis, I'm not 
so sure that my life adds up 
to much. 
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2 
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2 
2 
2 
2 
2 
2 
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6 
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Please recheck that you have answered all the question. 
Appendix-III 
Section C: WCS 
Instructions:- Response to each item is to be measured on 7-point scale with points 
labeled as-
Strongly Disagree (1), Moderately Disagree (2), Slightly Disagree (3), Neither 
Disagree Nor Agree (4), Slightly Agree (5), Moderately Agree (6), Strongly Agree 
(7). 
al- I feel proud of being attached to my organization. ( 
b2- I feel that I would be at loss when I would be leaving this organisation. ( 
c3- I have a firm conviction of not leaving job in this organisation 
because this organisation has helped me to stand on my feet. ( 
b4- I can never think of leaving this organisation even if my promotion 
is delayed. ( 
c5- Real pleasure come to me only when I accomplish the task. ( 
a6- I live, eat and breathe my job in this organisation. ( 
c7- I feel sorry and dissatisfied when I fail to utilize my utmost efforts for 
meeting the goals of this organisation. ( 
a8- I don't leave the work place unless I complete my task/work. ( 
b9- My organisation is sufficiently fulfilling my needs which other organisation 
cannot do. ( 
clO- I love to work for my organization. ( 
bll - What status I am enjoying here, I could not have found it in other 
organisation. ( 
®al2- Personal benefit are more important to help promote organization 
development. ( 
bl3- I do not delay my work because I can not take any risk of being kicked out 
from my organisation. ( 
(B)al4- I believe one should not overstay in the organisation at the cost of family 
affairs. ( 
cl 5- My organisation has provided me opportunity to live with dignity on this 
earth. So, I can never think to switch over to other organisation. ( ) 
Please recheck that you have answered all the question. 
Appendix-IV 
Biographical Information Blank 
Please furnish the following information : 
1. Age : 
2. Sex : 
3. Religion : 
4. Salary : 
5. Qualification : 
6. Rural / Urban : 
7. Marital Status : 
8. Present Position : 
9. No. of Dependents 
10. Total work Experience 
11. Number of promotions earned till now : 
12. Work experience in the present organization : 
